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ABSTRACT 
The phenomenal growth of both basic and applied research on organizational 
citizenship behavior (OCB) attests to the importance of OCB as both a theoretical and 
an applied construct. Past research has demonstrated the positive relationship between 
OCB and important outcome variables such as individual, group, unit, and 
organizational performance. Little is known, however, on how OCB may benefit the 
performer. This issue is very important because presumably, OCB not only 
contributes to the efficiency and effectiveness of an organization but also constitutes 
advantages to the performer. 
The present study is an integration of resource theory, contingency theory, and 
resource-based theory on OCB framework. I apply resource theory to examine the 
process of OCB influences on career growth opportunities. In particular, contingency 
theory explains how moderating effects arise. Resource-based theory helps to identify 
which kinds of resources provide substantial power to achieve individual career 
advancement. 
A total of 110 supervisor-subordinate dyads were assessed from three different 
organizations in Hong Kong, and multiple regression analyses were employed to 
examine the hypotheses. Based on self-rating, the present study supports the argument 
that some OCB dimensions can be exchanged for important resources such as love 
and information resources that ultimately have impacts on an OCB performer's career 
II 
growth opportunities. Similarly, based on supervisor rating, the findings also support 
the relationship between OCB and career growth opportunities. Task interdependence 
reverses the positive relationship between conscientiousness and love resource, while 
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Chapter One: Introduction 
Studies on organizational citizenship behavior (OCB), an extra-role behavior, has 
H 
been growing very fast as evident by the nearly 200 recent publications on citizenship 
behavior and related constructs between 1993 and 1999 (Podsakoff, MacKenzie, 
Paine & Bachrach, 2000). The empirical research on OCB has been conducted on 
different analysis levels including individual, group, and organization (cf. George & 
Jones, 1997), different industrial contexts including union, service and manufacturing, 
and different stages of national economic development (e.g., Farh, Zhong & Organ, 
2002, 2004; Hui, Law & Chen, 1999; Lam, Hui & Law, 1999; Paine & Organ，2000; 
Turnipseed & Murkison, 2000). Most early empirical research emphasized the 
antecedents of citizenship behavior while almost assumed that OCB would lead to 
positive outcomes. These studies on the antecedents have proven to be fruitful (Organ 
& Ryan, 1995; Podsakoff et al., 2000). In fact, numerous independent variables have 
already been identified to influence levels of OCB performance over the past 25 years 
(Podsakoff et al., 2000). 
Although prior studies have expanded the empirical base of the antecedents-
OCB link, the research on the relationship between OCB and its consequences on 
‘individual outcomes has not developed at a similar pace. Only recently did 
researchers pay attention to this gap. An increasing amount of research has been using 
OCB as an independent variable to predict important individual outcomes (Niles-Jolly 
2003; Podsakoff et al. 2000). Supervisors' dollar value judgment and appraisal rating, 
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subordinates' promotion, service quality leadership, and turnover have been found to 
be related to OCB performance. 
Although research on individual OCB consequences has been heeded, it is still 
in an early stage of development. None of the existing studies have been conducted 
with a satisfactory theoretical framework (Konovsky & Pugh, 1994). All of them 
employ a "coarse-grained" theoretical model, simply establishing statistical 
relationships between OCB and hypothesized individual outcomes. Moreover, none of 
the past researches have employed the more "fine-grained" theory to include 
moderators and mediators in the relationship between OCB and individual outcomes. 
This study will concentrate on individual level of analysis as it focuses on the 
benefits of OCB to the performer. Recently, Schnake and Dumler (2003) have argued 
that individual single-level models are needed, and the work of individual-level OCB 
should continue. Furthermore, researchers have raised concern regarding mechanism 
at individual-level OCB research. For example, Organ, Podsakoff and MacKenzie 
(2006) suggest theoretical mechanisms such as personality and performance theories 
to explain how OCB influences managerial evaluation. Generally, early OCB theories 
presume that OCB influences unit or organizational performance, thus Niehoff (2005) 
suggests a theoretical model of how OCB may influence organizational effectiveness. 
Organ et al. (2006) also alert researchers of the need to form theories in individual-
level OCB studies. Without ‘ sound theories, the mechanism between OCB and its 
consequences appears to be vague, leading to the difficulty to predict and explain their 
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relationship. Some questions that arise include: Does OCB influence individual 
performance directly by upgrading the individual service quality leadership, or 
indirectly by enhancing personal power or even the individual centrality in the 
organizational network? Why do employees who engage in high levels of OCB are 
more likely to stay in an organization than those who engage in low levels of OCB? Is 
it because good organizational citizens perceive higher career growth opportunities or 
because they make friends more easily than other employees? Obviously, these are 
basically different mechanisms, leading to somewhat different consequences for every 
individual. 
The present thesis will focus on the relationship between OCB and career 
growth opportunities that refer to the "expected utility of one's present job for the 
attainment of valued career outcomes" (Chay & Aryee, 1999: 617). Career growth 
opportunities are the focal outcome of this study because career represents a large 
proportion of goals in the workplace, and it has great impacts on personal satisfaction 
(Hall 1976). As such, how to manage individual career becomes an important issue in 
the organizational research. 
In the past, career growth opportunities have been found to influence turnover, 
•• and facilitate future attainment of positively valued outcomes in a longitudinal study 
of two hospitals (Bedeian, Kemery & Pizzolatto 1991). The antecedent of career 
growth opportunities, surprisingly, has much room for exploration. Specifically, little 
is known about the extent to which and how OCB influences employees' career 
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growth opportunities. The lack of understanding of these issues limits our ability to 
offer suggestions on how to manage career growth opportunities. 
This study assumes that OCB may be a potential antecedent to career growth. 
Past research revealed that OCB and its related dimensions are related strongly to 
employees' career growth. Conscientiousness, a dimension of OCB, predicted MBA 
students' salary and promotions after five years (O'Reilly 1994), and their job 
performance considering interpersonal interactions (Mount & Barrick 1995, 1998). 
More recently, the research findings of Van Scotter, Motowidlo and Cross 
(2000) supported the positive relationship between extra-role behaviors and career 
advancement (rank) for Air Force mechanics in a longitudinal study. Similar to early 
OCB consequence research, however, Van Scotter et al. (2000) did not have any 
"fine-grained" theory to support their hypotheses. Moreover, the influences of OCB 
were unstable and small, because OCB accounted for only 2 percent variance in rank 
after two years and not after one year. Van Scotter et al. (2000) believe that the major 
impact of tenure (experience) in the military samples caused this unstable result, thus 
they pointed out that conducting research in other kinds of organization might provide 
a more comprehensive picture. 
The present study echoes the call of Van Scotter et al. (2000), who suggested 
that researchers should examine the relationship of OCB and career by using samples 
of civilian employees to which tenure has smaller impact on career. OCB seems to 
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have more powerful influences on individual career development because it likely 
occurs more frequently and seem to be more valuable when employees are freer to 
display it (Van Scotter et al., 2000). It is thus important to address what mechanisms 
underlie the effects of OCB on career. The present study uses a resource approach to 
theorize the relationship between OCB and career outcomes because OCB can be 
regarded as a resource (Halbesleben & Bowler, 2005). Specifically, the present study 
will use resource theory, a fruitful social exchange theory to examine what resources 
OCB performers can get from their colleagues. 
Past studies examined the moderator and mediator between OCB and its 
antecedents mainly through social exchange theoretical perspectives that emphasize 
perceived organizational justice, trust, leader-member exchange (LMX), and 
psychological contract. Although the results are fruitful, resource theory has not been 
a major focus. Resource theory assumes that objects can be exchanged and become 
resources. Resources can be divided into six classes, namely, services, love, status, 
information, money, and goods (Foa 1971; Foa & Foa 1974). OCB can be categorized 
as services that are exchanged for other resources from colleagues in the workplace. 
Presumably, an OCB performer should have relatively more resources than other 
employees. These resources may lead to the increase in referent power, respect, and 
•• social capital of a focal person, thereby resulting in promotion to a leadership position 
and ultimately expanding career growth opportunities. 
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As mentioned above, the gap in the past research is the lack of mechanism to 
explain the relationship between OCB and its career outcomes at individual levels. 
The present study will address this gap by examining how OCB facilitates individual 
career success. Specifically, the present research will apply a different social 
exchange theoretical perspective, namely, resource theory, as a mechanism to explain 
the linkage between OCB and career growth opportunities. This relationship, however, 
may be affected by two contextual variables一peer competition and task 
interdependence. Under high peer competition, individuals concentrate on their own 
performance and compete against each other. On the other hand, in the context of task 
interdependence, individuals emphasize cooperation to make progress on their works 
while in the context of task independence, individuals focus on their own tasks. It is 
interesting to examine under what conditions OCB may have stronger impact on 
career growth opportunities through exchanged resources because both peer 
competition and task interdependence may influence the value of OCB to OCB 
receivers. Such value attached to OCB may then affect how OCB generates positive 
career opportunities. 
The purpose of this thesis is to explore the connections between OCB and 
career growth opportunities through resource theory. The resource theory provides a 
broad conceptual framework for the understanding of interpersonal relationships (Foa, 
Tomblom, Foa, & Converse 1993). Moreover, effects of mediators in terms of 
resources, and moderators as peer competition and task interdependence on the 
% 
relationship will also be examined. The specific research questions to be addressed 
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are: What resources (i.e., love, status, services and information) is OCB exchanged 
for by colleagues in the organization? Under what conditions can employees' OCB be 
exchanged for to gain more resources? How do the exchanged resources influence 
individual career growth opportunities? Figure 1.1 provides the primary conceptual 
framework. 
Resources  
广 ! Love (friendship) \ ^ ^ ‘ 
( OCB ) J Status j f Career Growth X 
V J \ Services J " I Opportunities J 
^ ^ Z Information ^ ^ ^ ^ ^ 
f Task 
i Interdependence J 
Figure 1.1: The conceptual framework 
Through examination of the above questions, some potential contributions of 
this study may be made. Theoretically, resource theory could be one of the powerful 
social exchange theories to explain the relationship between OCB and its dependent 
variables. In fact, the application of social exchange theory is not new for OCB 
research since Organ's (1988) conceptualization of OCB. Until now, however, no one 
has tried to apply the resource theory into OCB research. Resources could serve as a 
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mediator between OCB and career growth opportunities, thus resource theory could 
be a promising vehicle to OCB research under the umbrella of social exchange theory. 
In practical terms, the results of this study could provide evidence for the 
pattern of exchanges, which may help employees to know what resources can be 
exchanged with OCB, and to understand how different levels of peer competition and 
task interdependence affect the exchange. According to the exchange pattern and 
individual wants, employees can manage their career by adjusting OCB levels in 
different contextual conditions. 
This study is especially important to managers in that these days, how to keep 
core employees has been a continuous problem for practitioners. As the pressure of 
cost cutting can be very high, providing a high salary to attract employees may not be 
the most effective way to retain core employees. Promoting the perception of 
employees' career growth opportunities may be a vehicle to solve the issue of high 
turnover rate of highly skilled employees. Modern day employees require the 
provision of resources and opportunities to grow and develop their careers (Chay & 
Aryee, 1999). Organizations and their managers can thus counter high turnover rate 
by providing employees with extra resources and bright career growth opportunities 
(Bedeian et al., 1991; Mobley, Griffeth, Hand & Meglino, 1979). Through realizing 
the influence of peer competition and task characteristics on resource exchanges, 
managers can also shape the context by changing competition and task design in 
which the subordinates work. 
8 • 
To provide a foundation for studying the relationship, this thesis will review 
the existing literature on OCB and other conceptualizations of extra-role behaviors, 
contextual performance, and prosocial organizational behavior; the literature on social 
exchange theory, resource theory, contingency theory, peer competition, task 
interdependence, and career growth opportunities. The literature review will be 
followed by our discussion of the hypotheses, then the methods used to test these 
hypotheses will be described. Finally, the results and discussion will be presented. 
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Chapter Two: Literature Review 
2.1 Extra-role Behavior 
The initial discussion of extra-role performance started a long time ago when 
Katz (1964) used the term spontaneous behavior to describe behaviors that are not 
specified by role prescriptions. Behaviors in organizations can be divided into in-role 
and extra-role. In-role behaviors are behaviors prescribed by contracts or regulations 
which employees must perform in order to fulfill their work responsibilities. 
Employees, for example, should arrive at their workplaces on time, and should not 
leave earlier without approval; otherwise they may receive punishment according to 
the rule of the organizations. Some spontaneous behaviors, however, are not 
prescribed by the formal reward system. Those behaviors are defined as extra-role 
behaviors. For example, employees come to their workplaces earlier or stay beyond 
their formal office hours in order to finish their work. Those behaviors are unrelated 
to the formal reward system and therefore system rewards do little to motivate 
performance beyond the duty. Although extra-role behaviors are often ignored by the 
organization, they can facilitate the accomplishment of organizational goals by 
increasing effectiveness (Katz, 1964). 
Katz and Kahn (1966) elaborated the importance of extra-role behaviors. They 
noted that organizations take most everyday acts for granted. However, no 
organization can foresee all situations within its operation, therefore only a few of 
everyday acts are included in the formal role prescriptions for any job. Some 
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important but not daily behaviors, such as the protection of the organization against 
disaster, are not listed. Moreover, creative suggestions for improving methods of 
production or maintenance encouraged by an organization are also acts beyond the 
line of duty in the work manual. These extra-role behaviors are critical to the survival 
of organizations (Katz & Kahn, 1966). 
Katz's study influenced almost all of the extra-role behavior research 
including Organ's (1988) OCB, Brief and Motowidlo's (1986) prosocial 
organizational behavior, and Borman and Motowidlo's (1993) contextual 
performance (Podsakoff et al., 2000). These three terminologies originated from 
Katz's extra-role behaviors which have large overlaps. Past scholars used different 
terms as they stressed on different perspectives of extra-role behaviors when they 
developed the concepts. Organ (1977, 1988) conceptualized OCB from the desire to 
reciprocate over-rewarding. Good citizens in organizations do not seek for rewards 
but for opportunities to restore equity, thus promoting the effectiveness of 
organizations. Brief and Motowidlo's (1986) prosocial organizational behavior (POB) 
also put emphasis on extra-role behaviors directed towards individuals or 
organizations. POB, however, may not contribute to organizational success, and there 
could be a drawback. On the other hand, Borman and Motowidlo (1993) pointed out 
that contextual performance should be distinguished from task performance. They 
focused on 'contexts' in order to show the distinction between task activities and 
contextual (non-task) activities. The definitions of the three terminologies and the 
similarities and differences among them will be discussed below. As the focus of this 
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thesis is OCB, the discussion of prosocial organizational behavior and contextual 
performance will be relatively brief. 
2.2 Different Conceptualizations of Extra-role Behaviors 
Contextual performance 
Contextual performance is the second most popular label on organizational 
behavior research (e.g. Borman & Motowidlo, 1993, 1997; Borman, White & Dorsey, 
1995; Mohammed, Mathieu & ‘Bart, Bartlett, 2002; Kiker & Motowidlo, 1999; 
LePine, Hanson, Borman & Motowidlo, 2000; Motowidlo, 2000; Motowidlo, Borman 
& Schmit, 1997; Motowidlo & Van Scotter, 1994; Van Scotter & Motowidlo, 1996; 
Van Scotter et al., 2000; Werner, 2000). Contextual performance refers to activities 
that do not fall under the category of task performance but are important for 
organizational effectiveness (Borman & Motowidlo，1993). 
There are three dimensions of contextual performance, namely, interpersonal 
citizenship performance, organizational citizenship performance, and job/task 
conscientiousness (Coleman and Borman, 2000). Interpersonal citizenship 
performance refers to behaviors that assist and support members. Organizational 
citizenship performance refers to behaviors that demonstrate commitment to the 
organization while job/task conscientiousness refers to jobs. The activities of 
contextual performance include helping and cooperating with colleagues, following 
organizational rules and procedures, volunteering to carry out task activities that are 
% 
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not formally required, and so on. All these contextual activities help to shape the 
organizational context that improves task activities and processes. 
The original difference between OCB and contextual performance is that OCB 
is an extra role and non:rewarded while contextual performance does not focus on the 
distinction between the technical and social psychological core without reference to 
reward or deliberation. Organ (1997), however, redefined OCB. He described the link 
between OCB and systemic rewards, and identified the difficulty to distinguish OCB 
from required tasks. This redefinition of OCB is similar to the definition of contextual 
performance. Scholars have noted this similarity (LePine, Erez & Johnson, 2002), and 
applied them interchangeably (Werner, 2000; Motowidlo, 2000; Organ et al., 2006). 
Overall, most researchers like to use OCB rather than contextual performance 
to describe the discretionary helping behavior. It may be because the term contextual 
performance is too cold and bloodless (Organ, 1997). Recently, Coleman and Borman 
(2000) suggested using the term citizenship performance instead of contextual 
performance, since citizenship performance provides a more familiar name for the 
construct. 
Similar to OCB, contextual performance also has positive impacts on 
individual performance. Past empirical research suggested that contextual 
performance has a substantial impact on performance rated by supervisors and peers 
(Borman et al., 1995). Further evidence showed that supervisors considered 
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subordinates' task and contextual performance to be equal when making an evaluation 
(Borman & Motowidlo, 1997). Likewise, according to experiments, contextual 
activities had main effects on the favorability of supervisory reward decisions (Kiker 
& Motowidlo, 1999). Similarly, a longitudinal research obtained the said results. In 
the Air Force, contextual performance explained additional variance in medals, 
promotability ratings and rewards for over two years after the control of experience 
and task performance (Van Scotter et al., 2000). From the perspective of human 
resource management, Werner (2000) reviewed five topics including selection, 
training, compensation, appraisal, and labor/employee relations, to demonstrate how 
contextual performance impacts on individual performance. 
The findings of contextual performance are consistent with those of OCB. 
Citizenship behavior can promote individual performance through focusing on human 
resources management. Experimental results of contextual performance provide 
additional support that OCB research can be conducted through different research 
methods (survey and experiment). 
Prosocial organizational behavior 
Prosocial organizational behavior (POB) is another construct similar to OCB. 
Some articles used POB to depict behaviors that go beyond specified role requirement 
(e.g. Brief & Motowidlo, 1986; George, 1991; George & Bettenhausen, 1990; 
O'Reilly & Chatman, 1986; Puffer, 1987). Brief and Motowidlo (1986) described 
POB as a behavior that is: 
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(a) performed by a member of an organization, (b) directed toward an 
individual, group, or organization with whom a person interacts while 
carrying out organizational roles, and (c) performed with the intention 
of promoting the welfare of the individual, group, or organization 
toward which it is directed (Brief & Motowidlo, 1986, p.711). 
These behaviors are obviously similar to OCB but POB is larger and more inclusive 
than OCB because POB includes nearly all discretionary behaviors and does not 
restrict itself to only extra-role behaviors (Organ, 1990; Van Dyne et al., 1995). 
Some researchers have considered POB to be a subset of OCB (cf. Brief & 
Motowidlo, 1986; Organ, 1990; Van Dyne Cummings & McLean Parks, 1995), 
therefore POB effects are suggestive of OCB effects on individual outcomes 
(Podsakoff, MacKenzie & Hui, 1993). Indeed, empirical studies on POS support that 
the level of prosocial behavior is positively related to individual sales performance 
(George, 1991), which is consistent with the findings of OCB consequence research. 
In summary, compared with contextual performance and POS, OCB is the 
most popular terminology in extra-role behavior studies. The empirical findings of 
contextual performance and POS confirm the significant positive relationship between 
extra-role behaviors and individual outcomes in the workplace, which is similar to 
those of the OCB research. 
% 
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2.3 Organizational Citizenship Behavior 
Conceptualization of organizational citizenship behavior 
In his book, Organizational Citizenship Behavior: The Good Soldier 
Syndrome, Organ (1988) used the term OCB to describe good citizenship syndrome. 
OCB represents an individual behavior that is discretionary, not 
directly or explicitly recognized by the formal reward system, and in 
aggregate, promotes the effective functioning of the organization. By 
discretionary, we mean that the behavior is not an enforceable 
requirement of the role or the job description. (Organ, 1988, p.4) 
He argued that OCB could be aggregated, causing a more effective organization. As 
no perfectly efficient system exists, human and material resources cannot be changed 
fully to products or services. Performing OCB is a method to activate idle resources in 
an organization. The more resources can be freed, the more efficient the system will 
be. A more efficient system leads an organization to outperform others. 
Later, researchers pointed out that the emphasis of outcome is a unique 
characteristic of OCB (Van Dyne et al., 1995). A clear contention of OCB is that 
organizations can get advantages even though individual acts are sometimes targeted 
toward specific individuals. 
Furthermore, Organ (1988) proposed and expanded the OCB construct to 
include five dimensions, namely, altruism, conscientiousness, sportsmanship, courtesy, 
and civic virtue. Altruism refers to discretionary behaviors such as helping a specific 
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person with an organizationally relevant task or problem. For example, a worker helps 
his or her colleagues who encounter a heavy workload. These behaviors are directed 
not only toward coworkers but also toward outsiders such as clients and suppliers, as 
long as the behaviors are related to the organization. 
Conscientiousness refers to performing role behaviors well beyond the 
minimum required levels. These behaviors are discretionary but impersonal. 
Examples of these include regular attendance, cleanliness, punctuality, use of break 
time and order preservation. The difference between altruism and conscientiousness is 
that altruism targets to help a specific person but conscientiousness is impersonal, and 
does not need to have any targets. 
Sportsmanship is defined by the willingness to refrain from less than ideal 
circumstances without complaining. Employees demonstrating high levels of 
sportsmanship avoid complaining about trivial matters, and focusing on what is wrong. 
It is inevitable for an organization to face disruptions, and for an employee to 
encounter unsatisfactory circumstances. If employees perform in sportsmanship, their 
supervisors will be freed from spending much time in dealing with complaints, and 
can focus more on tasks. 
Courtesy refers to discretionary behaviors such as giving advance notice, 
reminders, and passing along information, that can help someone prevent a problem 
from occurring. Employees demonstrating courtesy keep in mind that it is important 
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to avoid creating problems for coworkers. The distinction between altruism and 
courtesy is that altruism refers to the act of helping someone who is already faced 
with problems while courtesy is related to prevention. 
Civic virtue indirectly states a sense of involvement in the policies being 
adopted. The behaviors of those with civic virtue include reading the intramural mail, 
discussing issues on personal time, attending meetings that are not mandatory but are 
considered important, attending functions that are not required but help the company 
image. 
Past empirical research confirmed the value of promoting these five 
dimensions. A conceptualization of OCB was tested, and the results supported the 
conceptualization of OCB as multidimensional (Van Dyne et al., 1994). In addition, a 
meta-analysis showed that these five dimensions form the basic dimensions of OCB, 
and it is possible that certain variables had not been identified. Further research might 
prove worthy to identify a broader set of behavioral dimensions that fit the definition 
of OCB (LePine et al., 2002). 
On the other hand, Podsakoff and his co-authors (1990) developed and 
validated a measure of OCB based on Organ's (1988) categorizations of OCB. The 
definitions of OCB were used to generate items that were given to a group of 
colleagues in a diversified petrochemical company. The items generated were 
submitted to a Q-Sort. Supervisors were asked to rate the extent to which they 
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believed that employees perform the behavior reflected in the items. A 24-item 
measure to assess the five dimensions was developed. Confirmatory factor analysis 
showed that the overall fit of the five-factor model hypothesized by Organ (1988) was 
acceptable. The measurements and methods by Podsakoff and his co-authors serve as 
the basis for a number of further empirical studies (e.g. Chen, Hui & Sego, 1998; 
Chompookum & Derr, 2004; Ehrhart, 2004; Haworth & Levy, 2001; Hui, Lee & 
Rousseau, 2004a, b; Lam et al , 1999; Morrison, 1994; Niehoff & Moorman, 1993; 
Niles-Jolly, 2003; Podsakoff & MacKenzie, 1994; MacKenzie, Podsakoff & Paine， 
1999; Podsakoff, Ahearne & MacKenzie, 1997; Rioux & Penner，2001; Walz & 
Nieoff, 1996). Although subsequent articles supported the argument that the 
perceptions of OCB boundary between supervisors and employees (Morrison, 1994), 
between supervisors and peers (Turnipseed & Rassuli, 2005), and among supervisors, 
peers, and employees (Van Dyne & LePine, 1998) are not exactly the same, 
supervisor rating still remains as the most popular method (Hui, et al. 2004a). Hence, 
OCB performance levels of this study were also rated by supervisors. 
These five dimensions may have differential importance and may vary in their 
occurrences because employees may choose among the five categories rather than 
perform the different forms of citizenship in similar frequency (Van Dyne et al., 
1994). It is also possible that some OCB dimensions have more direct and significant 
impact on the performer or work unit than others. Some researchers did not include all 
five but only one or two dimensions in their study of OCB. Consistent with this line 
of thought, some hypotheses of this study will include only one dimension. 
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Another popular OCB category is based on the research of William and 
Anderson (1991) who pointed out that OCB directed toward individuals (OCBI) is 
different from OCB directed toward organizations (OCBO). OCBI benefits specific 
individuals and indirectly contributes to the organization, for instance, helping others 
who are absent, whereas OCBO benefits the organization in general, such as giving 
advance notice when unable to come to work. Altruism and courtesy fit in the former 
category while conscientiousness, sportsmanship, and civic virtue fit in the latter. 
The motives for performing OCBI and OCBO are also different. Prosocial 
value motives are most strongly associated with OCBI and organizationally relevant 
motives are more strongly associated with OCBO (Rioux & Penner, 2001). As for the 
rating, supervisors may be best suited to rate OCBO while peers are suited to rate 
OCBI (LePine et al., 2002). The outcome of OCBI and OCBO might also differ. A 
study conducted at three universities in Canada indicated that professors' OCBO 
levels are negatively related to their number of publications. Conversely, professors' 
levels of OCB performance directed at colleagues and students are positively 
correlated with their number of publications (Skarlicki & Latham, 1995). As the 
focus of this thesis is not on how OCB towards individuals or organizations exerts 
different influences, this study will utilize Organ's (1988) five dimensions which 
formulate a more comprehensive conceptualization of OCB. 
% 
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In summary, a number of scholars used OCB to label extra-role behaviors 
promoted by Organ (1988). Some researchers, however, labeled the same or 
considerably similar behaviors with different terminologies that include contextual 
performance, and prosocial organizational behavior (LePine et al., 2002; Organ et al., 
2006). The present study focuses on OCB because OCB is more conventional, and is 
conceptualized well as a construct. In the following section, the literature review on 
OCB consequence research will be discussed. 
OCB and performance at unit, group and organizational levels 
The early work of Katz (1964) and Organ (1988) brought the attention to the 
relationship between aggregate OCB and organizational performance. Their work is 
important because how to promote performance is a big question in business research 
(Peng, 2004). 
Katz (1964) revealed that a set of spontaneous behaviors is not specified by 
role prescription, but these behaviors are important to the organizational goals of 
survival and effectiveness. Furthermore, Organ (1988) suggested that OCB could be 
aggregated, securing needed resources, and enhancing organizational effectiveness. 
Influenced by Katz (1964) and Organ (1988), subsequent researchers devoted 
themselves to understanding how OCB affects performance. 
% 
Past empirical research confirmed that OCB has a positive impact on group, 
unit and organizational performances, and that different OCB dimensions are under 
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different processes to improve performance. At group levels, helping behavior and 
sportsmanship have significant impacts on group performance quantity, while helping 
behavior has significant effects on group performance quality (Podsakoff et al., 1997). 
H 
More recently, OCB performance was measured by group levels, and the group-level 
OCB, as predicted, also has positive influences on group performance (Chen, Lam, 
Naumann & Schaubroeck，2005). 
At unit levels, civic virtue and sportsmanship exhibit positive effects on unit 
performance (Podsakoff & MacKenzie，1994). In a regional chain of grocery stores, 
both conscientiousness and helping external customers are positively related to four of 
the six service quality items such as friendly/courteous, prompt service, 
knowledgeable, quality product/service, which ultimately promote customer service 
quality (Niles-Jolly, 2003). 
At the organization level, OCB has been assumed to be a vehicle to promote 
performance (Motowidlo, 2000). A series of empirical studies supported Organ's 
(1988) argument that OCB has a positive impact on organizational performance and 
effectiveness. Aggregate OCB, for example, is related to multiple indicators of 
organizational effectiveness in limited-menu restaurants. When the levels of OCB 
performed by employees are higher, food cost percentages are lower, and revenue to 
full-time equivalent, operating efficiency, customer satisfaction, and quality are even 
« 
higher. Sportsmanship is related to lower food cost percentage, as well as to fewer 
customer complaints, while civic virtue is associated with fewer customer complaints 
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(Walz & Niehoff, 1996，2000). In a longitudinal study, the findings were similar 
(Koys, 2001). Specifically, OCB has a positive impact on organizational profitability. 
In marketing research, empirical results showed that OCB performance of employees 
has a positive relationship with customer perception of service quality, eventually 
promoting organizational performance (Bienstock, DeMoranville & Smith, 2003; 
Kelley & Hoffman, 1997; Yoon & Suh, 2003). Recently, the positive significant 
relationship between OCB and organizational effectiveness was upheld by non-United 
States samples. Collected from bank branches in Taiwan, empirical data indicated that 
OCB dimensions provide different positive impacts on indicators of organizational 
effectiveness (Yen & Niehoff, 2004). 
However, the above empirical studies only statistically linked OCB and the 
outcomes together. Present researchers are also interested in the theoretical 
explanations for the relationship between OCB and outcomes at the organizational 
level. OCB has been conceptually hypothesized to influence organizational success 
through a wide variety of different mechanisms. For example, OCB may enhance the 
organization's ability to attract and retain the best employees, the stability of 
organizational performance, and the ability to adapt to environmental changes 
(Podsakoff & MacKenzie, 1997). Moreover, OCB may improve organizational 
service quality through human resource management practices (Morrison, 1996). 
Bolino, Turnley, and Bloodgood (2002) tried to explore the mechanism between 
individual OCB and organizational performance through the theory of social capital. 
They suggested that OCB enhances organizational functioning by creating three forms 
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of social capital (structural, relational, and cognitive) in organizations. More recently, 
Niehoff (2005) explored the potential mediators and moderators between OCB and 
organizational effectiveness. Work facilitation and socio-emotional support are 
H 
conceptually viewed as potential mediators, while task type, ambiguity, proximity and 
organizational structure, procedures, and culture act as moderators. Based on the 
above literature review, although there is no formal empirical test of any theoretical 
explanations for the relationship between OCB and outcomes at the organizational 
level, scholars have developed "fine-grained" theories to predict OCB outcomes. 
OCB consequences at the individual level 
Relatively, OCB outcome research at individual levels has not developed at a 
similar pace. Scholars have not offered conceptual theories to explain the significant 
positive association between OCB and individual consequences. Without theories, 
researchers have difficulty recommending implications regarding how individuals can 
benefit from the performance of OCB. Past research started to explore OCB 
influences on individual performance appraisals rated by supervisors in the late 
1980，s. Recently, OCB impacts on individual promotion, turnover, and service quality 
leadership have also been examined. Although some studies have fruitful results, 
there is still much room that deserves careful study. One of the promising areas would 
be the concept of career growth opportunities, which has drawn the attention of 
organization behavioral researchers (e.g. Aryee & Chen, 2004; Bedeian et al., 1991; 
Chay & Aryee, 1999). However, studies on OCB have not emphasized this important 
area. In order to address this gap, the present study examines career growth 
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opportunities. Before exploring this OCB potential, the literature on OCB outcomes at 
the individual level will be reviewed as below. This literature review helps us to 
understand what researchers have accomplished as far as OCB outcome research is 
concerned, and the reason why the present paper focuses on career growth 
opportunities. 
Early research applied OCB mainly for the prediction of the supervisor's 
dollar value judgment, and of the supervisor appraisal rating. Supposedly, larger 
estimated dollar value and more positive supervisor appraisal ratings are positive 
outcomes to the OCB performer. Empirical results showed that most supervisors at a 
medical supply corporation evaluate non-prescribed behaviors of subordinates when 
making dollar judgments of work performance (Orr, Sackett & Mercer, 1989). 
Moreover, managers' subjective evaluations of salespersons' performance are 
influenced as much by the altruism and civic virtue of the salespersons as by objective 
productivity in levels in an insurance company (MacKenzie, Podsakoff & Fetter, 
1991). Another paper also confirmed that at a state university, supervisors use both in-
role and extra-role information when they make appraisal ratings. The weight of OCB 
is increasingly important when subordinates' task performance improve (Werner, 
1994). Later evidence indicated that supervisors even weigh subordinate task and 
discretionary behavior equally when making performance judgments (Borman & 
Motowidlo, 1997). More recently, results conducted in a manufacturing firm 
confirmed that employees who performed higher levels of OCB scored significantly 
higher than employees who performed lower levels of OCB (Tumipseed & Rassuli, 
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2005). In a longitudinal study, engaging in OCB was found to be rewarded with high 
performance ratings (Van Dyne & LePine，1998). All the above empirical findings 
supported the positive relationship between OCB and supervisors' appraisal ratings. 
However, the impact of OCB varies at different position levels. Previous findings 
showed that the influence on performance evaluations was greater at higher levels of 
the sales organization hierarchy than at lower levels. Evaluation of managers' 
performance may even be determined by OCB at least as much as how it was 
determined by objective performance measures (MacKenzie et a l , 1999). 
The above OCB outcome studies, however, used American organizations as 
samples, and the performance rated by supervisors were the primary outcome. Given 
that a large number of nations have poor, autocratic or restrictive work environments, 
and the potential difference between supervisor and peer ratings may affect the 
generalization of prior results, a cross-cultural study was conducted in the U.S. and 
Romania. The results demonstrated that the linkage between OCB and individual in-
role productivity rated by peers was also positive in both nations (Turnipseed & 
Murkison, 2000). These findings were consistent with supervisor ratings of prior 
research and the principle of OCB framework, which show that OCB can enhance 
organizational effectiveness. 
Indeed, past empirical findings have provided substantial support for the 
argument that OCB influences performance evaluation across organizational contexts 
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and levels of the organization, and these findings were not influenced by same-source 
or common method error (Podsakoff et al. 1993). 
While early research focused on the link between OCB and subjective 
performance evaluation, recent research has shed light on the specific objective 
criteria affected by OCB. These specific objective criteria are related to important 
career issues such as promotion, service quality leadership, and turnover which have 
impacts on individual career development. 
Past empirical research supported the argument that employees who perform 
high levels of OCB relatively have positive results on these three aspects. In a 
longitudinal study of an international bank, employees who performed higher levels 
of OCB before the promotion decision were more likely to receive promotion than 
employees who performed lower levels of OCB. In other words, good organizational 
citizens enjoyed higher opportunities to receive promotion than other employees (Hui, 
Lam, & Law, 2000). Similar results were obtained in recent research. Employees who 
were reported to engage more frequently in OCBO received more promotions (Allen, 
2006). 
. Moreover, good organizational citizens could lead others toward higher 
service quality, and therefore become more effective service quality leaders. In a 
field quasi experiment of multinational bank branches, customers were more likely to 
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be satisfied with the service quality of the branch where more good organizational 
citizens had been trained as service quality leaders (Hui, Lam & Schaubroeck, 2001). 
Turnover is another subordinate criterion variable that has also been identified 
to have a negative relationship with OCB. Subordinates who were rated as performing 
high levels of OCB were found to be more likely to stay in an organization than those 
who were rated as performing low levels of OCB in different longitudinal studies 
(Chen, 2005; Chen et al., 1998; MacKenzie, Podsakoff & Aheame，1998)..The results 
of individual-level OCB could be generalized into those of group-level OCB. Based 
on recent findings, group-level OCB also has similar negative relationships with 
employee turnover intentions (Chen et al., 2005). 
The above results are consistent with past theories that OCB promotes the 
effective functioning of the organization (Organ 1988), and good organizational 
citizens shape the organizational context that supports task activities (Organ & Ryan, 
1995). Selection criteria should thus include citizenship activities, and not be limited 
only to task activities (Borman & Motowidlo, 1993). Good organizational citizens 
could even be trained for a larger future role (Walz & Niehoff’ 2000). Thus the above 
findings imply that OCB benefits not only organizational effectiveness but also 
individual career development. While OCB researchers have already studied some 
outcomes of OCB, these outcomes do not cover career growth opportunities. It is thus 
necessary for the present study to examine the relationship between OCB and this 
important construct. 
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OCB and rewards 
Cumulating evidence on the relationship between performance appraisals and 
rewards has led Organ to revise his definition of OCB (Eastman, 1994; Karambayya, 
1990; MacKenzie et al., 1991; Orr et al., 1989; Podsakoff & MacKenzie, 1994; 
Werner, 1994; Wright, George, Farnsworth & McMahan, 1993). Organ (1997) 
rethought the nature and definition of OCB, and realized that some forms of OCB 
might lead to monetary recompense although the reward is not guaranteed by the 
formal system. As the effects of OCB on rewards are important and interesting, 
researchers subsequently tried to explore the mechanism of the relationship between 
OCB and rewards. Allen and Rush (1998) conducted a field and a laboratory study to 
fully investigate the relationship between OCB and evaluation based on social-
cognitive processes of raters. In both studies, the relationship between OCB and 
overall evaluation was mediated by liking and perceived affective commitment, while 
the relationship between OCB and reward recommendations was mediated by liking. 
More recently, Johnson, Erez, Kiker and Motowidlo (2002) conducted an experiment 
and obtained similar results. Raters' liking of ratees mediated the relationship between 
helpful behaviors and reward allocations. Consistent with earlier research, the above 
.. two studies concluded that individuals could benefit from OCB engagement. 
Motives of performing OCB 
The above review indicated that OCB had a significant impact on how 
% 
supervisors rate the performers and how OCB may relate to unit or higher level 
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effectiveness. The question of how OCB may bring about the performers' own 
benefits such as career opportunities remains unanswered, however. One line of 
research that addresses the benefits of OCB to the performer focuses on the motive of 
performing OCB. Early research on OCB treated OCB as almost altruistic. OCB was 
described as a discretionary individual behavior excluded from formal agreements of 
firms and not related to the formal reward system. A process that underlies this is 
social exchange (Blau, 1964). Much of social exchange is governed by the norm of 
reciprocity. Thus, it appears to be based on social norms of internal sanctions that 
individuals would reciprocate in a social exchange. The external factors, such as 
performance appraisal system, seemed not to influence the levels of OCB performed 
by individuals (Organ, 1988). Based on the social dilemmas research (Messick & 
Brewer, 1983), employees increase their levels of OCB possibly because they are 
likely to contribute to the organization through non-reward system if they believe that 
their contributions are valuable. On the other hand, employees may withhold their 
usual OCB when they believe that the organization fails to fulfill its normal 
obligations because OCB is discretionary and therefore low levels of OCB should not 
be curtailed with high risk (Wong, Wong, Ngo, & Lui, 2005). 
�• Good soldiers may not be truly altruistic but instrumental. Instrumentality, the 
belief that certain behaviors cause particular outcomes, drives some behaviors of 
employees (Vroom 1964). In fact, in a longitudinal study, some employees regarded 
OCB as an instrument to their promotion. Employees who viewed OCB as 
« 
instrumental to their promotion and who were promoted were more likely to decrease 
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their OCB levels after the promotion. On the contrary, those who were promoted but 
did not perceive OCB as instrumental did not decrease their OCB levels significantly 
(Hui et al., 2000). Furthermore, a study that explored the role of instrumentality 
showed that instrumentality beliefs mediated the relationship of relational and 
balanced contract forms with OCB (Hui et al., 2004a). These findings support the 
contention that instrumentality is related to OCB. 
As manifesting OCB is beneficial to individuals, OCB can be viewed as a tool 
to obtain wanted benefits or resources. Another focus of previous research on 
employee motives in performing OCB emphasizes the relationship between 
impression management and OCB. Engaging in citizenship behaviors may be 
impression enhancing and self-serving. Hence, there is an overlap between impression 
management and citizenship (Bolino, 1999). As both are influenced by impression-
management motives, individuals are willing to display OCB when they believe that 
this behavior is noted and appreciated by persons who have power over desired 
outcomes. The concept of OCB may overlap with impression management, a process 
by which people, through controlling their behaviors, influence their image that other 
people have of them (Rosenfeld, Giacalone & Riordan, 1995). Bolino (1999) provided 
�- a framework indicating how impression management concerns drive OCB. He 
pointed out that, conceptually, there may be an overlap between impression 
management and citizenship since impression-management strategies are very similar 
to OCB. Employees are more likely to exhibit OCB as performance appraisal deadline 
comes close (Bolino, 1999). Indeed, different motives might cause the same behavior. 
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Helping a supervisor may be caused either by altruistic thoughts or by impression 
management motives. This behavior can be viewed by others as an act of citizenship 
or impression management. Thus, impression-management concerns may motivate 
OCB. 
Two different situations lead employees to perform OCB from the view of 
instrumentality. First, employees want to obtain benefits that they do not own. There 
are many valuable benefits in the workplace. As noted previously, the past empirical 
research has demonstrated that at least in promotion, supervisors' dollar value 
judgment and appraisal rating are influenced by OCB levels. Employees who pursue 
the opportunity of getting promoted would raise their OCB levels in order to 
outperform others. Although promotion is not guaranteed, it seems that performing 
OCB could increase the opportunity of being promoted. This perception motivates 
employees who desire to be promoted to become good citizens. They are willing to 
spend their energy and time to attain this valuable benefit if they know that the cost is 
lower than the benefit. 
Recent findings of a qualitative study at engineering sites in America and 
" India supported the above argument. Engineers at both sites were instrumental at 
helping each other in order to achieve their career goals. American engineers provided 
help to those who could reciprocate their help while Indian engineers viewed helping 
others as an opportunity to develop their knowledge and expertise which could later 
be rewarded by the external labor market (Perlow & Weeks, 2002). 
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The second situation is that employees want to continue to hold perceived 
useful resources. A past empirical study indicated that perceived organizational 
support does not in turn encourage OCB. If available benefits are taken for granted, 
the levels of OCB will not go up. Conversely, the more useful employees find 
available benefits, the more likely that they exhibit OCB (Lambert, 2000). The above 
findings show that the aim of some employees to engage in OCB is to achieve the 
benefits. In this situation, OCB can also be viewed as instrumental to obtaining 
positive outcomes. 
The present study will focus only on positive outcomes of OCB, and will not 
examine whether employees conscientiously or deliberately engage in OCB. Although 
the aspect of intention is important, it is not as observable as behaviors. Instrumental 
motive is complex and is directly relevant to goal achievement and a variety of social, 
affective, and evaluative meanings (DePaulo, Brown & Greenberg, 1983). Adding 
these elements, however, allows us to understand why an individual may perform 
some behaviors but may not have direct implications on the consequences of these 
behaviors. Thus, this thesis focuses on the more observable variables of resources and 
employs the resource theory to understand how OCB may lead to positive career 
opportunities for the performer. 
OCB ratings 
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The supervisor-employee relationship is the focus of the present study, even 
though a good organizational citizen can perform OCB to different targets such as 
organizations, supervisors, peers and subordinates in the workplace. There are three 
reasons to stress the supervisor-employee relationship. First, as mentioned earlier, 
supervisor rating of OCB is the most popular method. Second, this research will apply 
resource theory, one of the social exchange theories to explain the mechanism 
between OCB and career growth opportunities. The supervisor may well represent the 
organization to the employee (Hui et al., 2004a, 2004b), and may hold more 
information than peers and subordinates on what resources have been obtained by 
performing OCB. Third, as a meta-analysis previously indicated, the correlation 
between supervisor and peer ratings is relatively high (p = 0.62) but the correlations 
between self-supervisor (p = 0.35) and self-peer ratings (p : 0.36) are only moderate 
(Harris & Schaubroeck, 1988). Thus, supervisors' evaluations may be suitable for 
accessing OCB of subordinates. 
OCB and cultural issues 
Another important issue of this study is the influence of national culture on 
OCB components. A majority of the empirical research on OCB is based on the 
- findings of studies using American samples. Whether the findings of OCB in the 
United States can be generalized into other unique social and cultural context such as 
Hong Kong remains to be examined. The first criterion to show generalization is to 
prove that the used scale has the same components and the same relations with its 
� 
components across sub-samples (Hui & Triandis, 1983). To test the equivalence of 
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OCB scale, Lam et al. (1999) conducted cross-national studies among Hong Kong, 
Japan, Australia, and the United States. The definitions of job roles were examined, 
and the results showed that OCB measurement developed by Podsakoff et al. (1990) 
yielded acceptable internal consistency and factor structures across four locations. As 
the measurement was found to have equivalence across all sub-samples, we applied 
the same scale in the present study. 
Summary 
To sum up, OCB is an extra-role behavior that can assist organizations to 
function well. At the individual level, good citizens are also benefited with better 
performance appraisals, promotion opportunities, and service quality leadership. 
Previous research, however, has ignored career growth opportunities that could be a 
critical dependent variable to be explored by OCB scholars. 
2.4 Social Exchange Theory and OCB 
Although the relationship between OCB and individual outcomes has been 
substantiated, as mentioned earlier, the need for theories has been ignored. Past OCB 
researchers mainly put emphasis on the application of theories to explain the 
- relationship between OCB and its antecedents. More specifically, they focused on 
social exchange theory. As this study will apply resource theory which is one of the 
social exchange theories, this section will review how scholars have framed social 
exchange theory into OCB research. 
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The main principle of social exchange theories is that individuals not only 
have economic exchange but also have social exchange. The basic difference between 
social exchange and economic exchange is that social exchange relates to unspecified 
obligations. It refers to "voluntary actions of individuals that are motivated by the 
returns they are expected to bring and typically do in fact bring from others" (Blau, 
1964: 91). There are three main points for this definition. First, the actions are 
voluntary. As the obligations are unspecified, trust is necessary for individuals to take 
voluntary actions (Blau, 1964). Second, returns are expected. A person invests his or 
her energy or time to do a favor for others. This favor, however, is instrumental. 
Without the expectation of return, a person does not offer personal resources to others. 
Hence, the social exchange is based on a norm of reciprocity, involving a mutually 
gratifying pattern (Gouldner, 1960). Third, the return may come from a third party. 
For example, a person calls the police when a burglar happens in the house of a 
neighbor, because of the expectation that other neighbors do the same thing for him or 
her. Further research showed that these voluntary actions and the expectation to the 
third party provide generalized exchange systems that are associated with greater 
degrees of solidarity and social support (Uehara, 1990). 
- In contrast, economic exchange is a traditional concept. It takes place in the 
market where the buyer and the seller meet. A typical example for economic 
exchange is the action according to a contract which indicates the amount of exchange, 
and the responsibility of buyers and sellers. When a buyer obtains a specific house, he 
or she should pay the exact amount of money to a seller at a given time. Anyone who 
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does not carry out the contract could be sued for such action. The legal boundary can 
be extended to a verbal agreement. Even no written contract is offered, the oral 
agreement between actors is also considered effective. Based on the above discussion, 
the application of social exchange is much broader than that of economic exchange in 
the real world. Indeed, social exchange has become an important topic in 
organizational behavior research. 
OCB remains a central concern for contemporary social exchange research 
(Cropanzano, Rupp, Mohler & Schminke, 2001) because OCB is especially 
compatible with the concept of generalized exchange, and reciprocation is indirect 
and the receiver is not clear (Flynn, 2005). Organ (1977) was the first scholar to link 
social exchange theory to discretionary behavior. He contended that employees who 
are inequitably over-rewarded may be willing to reciprocate discretionary behavior 
under the equity-in-social exchange model. Researchers and managers should heed 
not only outstanding performance or productivity but also discretionary behaviors 
when considering the notion of satisfaction-causes-performance. Along with the same 
line of thought that people seek to reciprocate those who benefit them, Bateman and 
Organ (1983) linked job satisfaction to OCB. More specifically, engaging in OCB is a 
-- form to reciprocate the employer or the organization when employees experience job 
satisfaction. Furthermore, Organ (1988，1990) viewed fairness as a kernel in the OCB 
framework. He pointed out conceptually that the levels of OCB performance depend 
on the employees' sense of fair treatment from the organization. OCB may be an echo 
to the perceived fairness in social exchange by employees, and provides a vehicle 
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through which employees reciprocate the positive behaviors of employers. Based on 
Blau's (1964) social exchange framework, OCB levels reflect employees' sense of 
social exchange relationship with the organization. If employees perceive fairness in 
the long-term, they do not mind the reward for engaging in OCB (Organ and 
Konovsky, 1989). 
The impacts of fairness are far-reaching. The fairness perceptions of 
employees can be spilled over to other persons. OCB is viewed as a behavior by 
which the positive attitudes of employees who feel fairness spill over to others, for 
instance, in service firms, customers are affected indirectly by employees' fairness 
perceptions through employees' OCB performance (Bowen, Gilliland & Folger， 
1999). 
A comprehensive model of organizational justice was proposed recently 
(Masterson, 2001). Following the thoughts of generalized social exchange, a trickle-
down model of the employee-customer relationship suggests that fair actions by 
organizations cause employees' organizational commitment. In turn, employees 
display OCB to customers, ultimately generating customers to respond positively to 
„ both the employees and the organization. 
Although the above studies are fruitful, they did not examine the full social 
exchange model. It is thus fruitful to add some interpersonally-oriented mediators, 
% 
such as trust. 
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Social exchange relationships require the parties to trust each other (Blau, 
1964), and trust can create the prosperity in the society and the organization 
(Fukuyama, 1995). In the social exchange theory, trust, always acts as a mediator that 
explains the mechanism between OCB and its antecedents. Podsakoff and his 
colleagues (1990) showed that the effects of the transformational leader behaviors on 
OCB are mediated by the followers' trust in their leaders. Moreover, the relationship 
between procedural fairness in the supervisor's decision making and employees' OCB 
is also mediated by trust in the supervisors (Konovsky & Pugh, 1994). Furthermore, 
trust in peers mediated the relationship between age dissimilarity and altruism 
(Chattopadhyay, 1999). 
The research on OCB and social exchange has been conducted in the Chinese 
context. In Chinese society, as expected, organizational justice (distributive and 
procedural) is related significantly to the levels of OCB. In addition, this relationship 
grows stronger when respondents endorse less traditional values or higher modernity 
values (Farh et al., 1997). In fact, some Chinese still maintain traditional attitudes and 
values which lead themselves to perform OCB regardless of the treatment they 
„ receive from their organizations and supervisors (Hackett, Farh, Song & Lapierre, 
2003; Hui et al., 2004). 
Summary. The preceding discussion has presented a summary of research on 
OCB. The definitions of OCB and similar constructs have been described. OCB is the 
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most popular terminology in discretionary extra-role behavior research. Early research 
has not provided many theoretical accounts of how OCB could lead to important 
individual outcomes. The link between OCB and career outcomes is probably the 
least understood of all aspects in the OCB research. Although social exchange theory 
has been applied into OCB-antecedent studies, the relationship between OCB and 
outcomes has not been explained by any "fine-grained" theories. Specifically, none of 
the previous studies have tackled the approach to include mediators and moderators of 
the relationship between OCB and career outcomes from resource approach. The 
literature on resource theory will be discussed next in order to explain more precisely 
what resource approach is. “ 
2.5 Resource Theory 
Resource theory is applied in the present study because it may provide a 
theoretical explanation on how individuals increase career growth by exhibiting OCB 
through receiving certain types of resources. 
Resource theory, as first promoted by Uriel Foa (1971), is a social 
psychological framework for understanding interpersonal and economic exchanges in 
the context of society. Resource theory is one of the social exchange theories that 
explore the interdependence among people, and is based on the social exchange 
principle that an individual does a favor for other persons but the expected obligation 
and return are not described concisely. As mentioned earlier, the money-merchandise 
exchange is only one of the many kinds of exchange that exist in our daily life. There 
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are many other interpersonal exchanges that the economic model cannot explain. We 
exchange resources to meet our needs or satisfy our desires through social interaction, 
an intrinsic part of the makeup of human beings. The aim of resource theory is to 
offer a substantial framework to explain and predict how a person exchanges these 
resources through interpersonal behaviors. 
Within the broad framework of resource theory, resource is defined as 
anything transacted in an interpersonal situation. It is any item, concrete or symbolic, 
tangible or intangible, which can become the object of exchange through interpersonal 
behavior among people in the context of society (Foa & Foa, 1976, 1980). 
Six classes of resources were identified by Foa (1971) and Foa & Foa (1974), 
namely love, status, information, services, money, and goods. The first four forms 
belong to social exchange while the last two to economic exchange. Love is warmth, 
affection, comfort, friendship, camaraderie, togetherness, and expressions of positive 
feelings of regard. Status refers to evaluative judgments that convey prestige, regard, 
esteem, admiration, respect, and confirm self-worth. Information is advice, facts, 
opinions, instructions, and enlightenment. Services are activities that affect the body 
„ or belongings of a person. Money refers to coin, currency, or tokens that have a 
standard unit of exchange. Goods are tangible tools, products, objects, or materials. A 
computer unit is one of the popular goods in the modern workplace, (cf. Berg & 
Wiebe, 1993; Foa, 1971; Foa & Foa，1974). 
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The classification of resources is according to the meaning of interpersonal 
behaviors rather than to the specific behaviors (Turner, Foa & Foa, 1971). Hence, the 
same behavior, according to its nature, may belong to different resources. For 
example, a kiss by a partner or a prostitute represents love or services, respectively. It 
is important to understand the process how givers and receivers perceive the resource. 
One of the contributions of resource theory is that it reconciles different resources by 
two dimensions within the same conceptual framework. 
Resources are classified by two coordinates of characterization: concreteness 
versus symbolism, and particularism- versus universalism. Resources vary from 
concrete to symbolic. Concreteness refers to the tangibility of resources. Some highly 
tangible resources such as money or coins are objects. The exchange of concrete 
resources is a zero-sum game. The buyer pays one dollar while the seller gains the 
same value of money. Both parties may face the issue of rare resources which leads to 
the termination of exchange. Meanwhile, symbolic resources such as a smile, gesture 
and facial expression are different in that the giver may not suffer from a concrete loss. 
Providing symbolic resources may not cause any cost, and the giver can continue to 
afford them without the problem of rarity. A person can give amused smiles to all his 
or her friends everyday. Scarcity seems impossible when the giver is willing to exhibit 
these cheerful behaviors. 
Particularism versus universalism is another coordinate for resources. 
According to Foa and Foa's (1974) article, the concept of particularism versus 
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universalism is from the difference between intrinsic and extrinsic rewards (Blau, 
1964). Intrinsic rewards constitute subjective criteria. Social gatherings with lovers or 
family members are intrinsically rewarding. Lovers are excited in associating with 
one another. In the same way, family members feel warm to have meals together in 
festivals. Extrinsic benefits, however, are related to objective criteria for comparing 
associates. People choose the extrinsic benefits, and abandon the benefits of less value. 
Particularism and universalism are relative rather than all-or-none properties 
(Tomblom, & Nilsson, 1993). Resource theory assumes that the six resources vary 
from being particularistic to universal. Particularistic resources appear to be more 
frequent and important in particularistic relationships (parent-son) than in 
universalistic relationships (teller-client). Everything being equal, more particularistic 
resources present higher value to receivers. 
The classification can follow an approximate circular order so that each class 
has two neighbors, one on each side. On the first coordinate, concreteness, goods and 
services are considered the most concrete, love and money are moderately concrete, 
and status and information are the least concrete (most symbolic). On the second 
coordinate, particularism, love is the most particularistic resource followed by status 
and services. Money is the least particularistic resource, and information and goods 
are just a little bit more particularistic than money. The cognitive structure of resource 










Figure 2.1 Cognitive Structure of Resource Classes. Source: U. G. Foa and E. B. Foa, 
1974, Societal Structures of the Mind, Springfield: Charles C. Thomas. 
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The characteristic on which resources differ is the importance of origin. The 
status of givers providing services and goods influences the value of particularistic 
resources. Although received objects are the same, the perception of receivers is 
subjective, thus the receivers may view the objects as different classes of resources. 
For example, gifts are inclined to be a particularistic resource as the receiver is always 
identified but gifts are not limited to only one category of resources. Gifts from a 
friend, a spouse or a business partner lead the receiver to have different feelings, and 
to consider the gifts at different value levels. A wife regards a gift from her husband 
as a particularistic resource, love when she believes that her husband wants to express 
his love to her through the gift. A firm owner views a gift from a supplier as a 
universal resource, goods because he or she has an opinion that other firm owners 
would also receive similar gifts from the supplier. 
In this study, resource theory is applied to explain the mechanism between 
OCB and its consequences. OCB can be regarded as a service that involves activities 
on the body or belongings of an individual (Foa, 1971). Service involving the 
exchange of overtly tangible activity is classified as one of the most concrete 
resources. On the second coordinate, particularism, service is in the second highest 
一 position, next to love and in the same level as status. Overall speaking, service is close 
to love and goods and most distal from information. 
It is suitable to consider each class to fill a range in the order, so that some of 
its elements will be more proximal to one of the two neighboring classes than to the 
45 
other (Foa, 1971). Services to one's belongings are proximal to goods while services 
to the body are nearer to love. Likewise, OCB is viewed as services occupying a 
range between love and goods. Engaging in OCB in an organization to one's 
properties and to the colleague is nearer goods and love, respectively. 
One of the principles of resource theory is that although exchanges can happen 
among the six classes, similar resources have the highest frequency to be exchanged 
for each other, for instance, services are inclined to be exchanged for services. If the 
similar resource is unavailable, other types of resource would be chosen according to 
its closeness to the original one. Distant resources have lower probabilities to be 
exchanged than close resources. This principle, however, is influenced by the 
coordinate of particularism (Foa & Foa, 1976). 
The more particularistic a resource is, such as love, the higher the opportunity 
that it will be exchanged for the same resource. Conversely, universalistic resources 
tend to be exchanged for different resources. Hence, the opportunity for money-
money exchange is relatively low. Further empirical research supported this principle 
that services are inclined to be exchanged for love and status rather than goods in the 
context of consumer decision making. Behaviors offered by the source representing 
services are most likely to be exchanged for resources which are most particularistic, 
such as love and services (Brinberg & Ganesan, 1993). 
� 
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The relationship between the amount of resource given to the other and the 
amount left to oneself is not the same (Foa & Foa, 1976). The relationship between 
giving love to oneself and to others is the most positive. The more love we give, the 
more love we receive or leave for ourselves. The most negative relationships are 
goods and money. When we give goods or money to others, we lose the same amount 
of goods or money. Hence, love has the most positive relationship while goods and 
money have the most negative relationships. Meanwhile, status has a weaker positive 
relationship than love while information is dependent on the situation. Generally, the 
giver does not decrease the possession. However, if the sharing decreases the value of 
information, the giver may lose in this process. Service has a less negative 
relationship than goods and money because performing service expends time, energy 
and efforts which may lead to the physical discomfort of the giver. The effects of 
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Figure 2.2 How much does one gain or lose by giving to others. Source: Foa, E. B., 
& Foa, U. G. 1976. Resource theory of social exchange. In J. W. Thibaut, J. T. Spence, 
& R, C. Carson (Eds.), Contemporary topics in social psychology. 99-131. 
Morristown: General Learning Press. 
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Based on the same line of thought, particularistic and symbolic (intangible) 
sources provide the most valuable provision to the individual, organization, and 
society (Foa, 1971; Tornblom, Fredholm & Jonsson，1987). Highly particularistic and 
symbolic benefits are exchanged in a more open-ended manner (Cropanzano & 
Mitchell, 2005). In the model of resource theory, a particularistic resource exchanged 
for a particularistic source (P-p) is predicted to be the most important contributor for 
an individual to enjoy a happy and meaningful life when the exchange between a 
universalistic resource and a universalistic source (U-u) would be the least vital 
(Tornblom & Nilsson, 1993). . 
Particularistic resource exchange was found to be more critical than 
universalistic resource exchange on the initial stage of friendship, since empirical 
research found that the degree of P-p and not that of U-u is positively related to the 
growth of new friendship (Tornblom et al., 1987). The second most important 
combination is to receive universalistic resource but in turn, to give particularistic 
resource. The recipient rates the importance of source-resource combinations. The 
perception of a particularistic resource from a universalistic resource leads the 
receiver to gain the feeling of closeness that speeds up further exchanges between 
particularistic resources, therefore the exchange from a universalistic resource to a 
particularistic resource (U-p) is beneficial to individuals and the society. 
49 
Exchanges involving particularistic resources (especially in the case of love) 
are more conductive than exchanges of universalistic resources for individuals to 
develop and keep close relationships (Tomblom et al., 1987). Friendships and close 
relationships are important for people to sustain inequitable exchanges of resources in 
the long run (Converse & Foa, 1993). In the business world, close relationships have 
many functions. They can decrease the transaction cost, establish trust and social 
network, and act as a vehicle for the growth of business. As noted above, a father 
invests the business of his son without any contracts. This trust declines the 
transaction cost of investment and business start-up (Steier, 2003). Furthermore, 
previous research indicated that strong ties between entrepreneurs and venture 
capitalists have significantly direct effects on investment process decisions such as 
contractual covenants, investment delivery, and venture valuation (Batjargal & Liu, 
2004). In China, enterprises even adopted a network-based strategy of growth to 
develop interorganizational relationships (Peng, 1997). Society is also benefited from 
particularistic exchanges that are powerful instruments for social control (Foa, 1971). 
Love and status offer the feeling of belonging to the society. Hence, individuals tend 
to behave themselves accordingly, and do not run into conflict with the law and 
society. 
As for another coordinate, symbolic resource exchange is more beneficial to 
the individual and organization than concrete resource exchange. As mentioned 
earlier, concrete resource exchange is a zero-sum game. The cost to the giver is same 
as the benefit of the receiver. Conversely, the cost of giving symbol resources is 
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nearly zero. A person can forward messages (information) to all his or her peers by e-
mails. This action may need only a few minutes but engender great benefits to the 
peers. Hence, organizations always promote the flow of symbolic resources which 
cost little but may yield a high benefit. From the view of resource theory, information, 
a flow of messages or meanings, is the most symbolic resource. Past empirical 
findings supported the evidence that information might add to, restructure, or change 
knowledge that is identified with information-produced belief (Nonaka, 1994). 
Although the cost of the information flow is very low, the information flow helps the 
organization to create and organize knowledge. 
Even though some types of resources are more beneficial, it is difficult to 
restrict the type of resource exchange. The resource chosen for reciprocation is 
affected by the institutional context in which the exchange takes place (Foa & Foa, 
1980). An organization is a common location for employees to exchange resources. 
People offer services such as labor in order to obtain concrete rewards such as money. 
Services, the highest frequency of all exchanged resources in the workplace, 
constitute giving one's time, talent, and energy for another (Berg & Wiebe, 1993). 
This form of exchange, however, is only one of the many different types that exist in 
the workplace, in which different people have different desires of resources. Although 
they perform the same behaviors, they may want to exchange different resources to 
fulfill their individual motives. 
% 
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Moreover, there is no one rule of fairness. The perceptions of fairness vary 
among individuals. Different criteria exist at different times, in different situations, 
and for different kinds of people (Organ et al., 2006). The value of resources depends 
on the perception of givers and receivers. For example, a father gives a son a credit 
card, and views it as a present to show his love. The father expects that the son will 
reciprocate love in the future. The son, however, may regard the credit card as a 
symbol of money, and, in turn, reciprocate money but not love. The father may feel 
that the exchange is unfair but the son does not think so. As many variables can affect 
the perception of fairness, it is not easy to predict the form of exchanges, leading 
scholars to have difficulty knowing which exchange rules apply to each resource 
(Cropanzano & Mitchell, 2005). 
Summary. The preceding section has discussed how resource theory can 
provide a broad framework to explain social resource exchange. Resources are 
categorized into six classes according to the meaning of behaviors. Love, status, 
services, and information are related to social exchange while money and goods are to 
economic exchange. OCB belongs to the class of services, and can be exchanged for 
other resources but for services at the highest frequency. There are two coordinates, 
particularistism versus universalism, and concreteness versus symbolism. 
Particularistic and symbolic resource exchanges are more beneficial to the individual 
and organization than universalistic and concrete resource exchanges. Hence, the 
value of love, status, services and information exchanges is more important than that 
of money and goods. � 
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The present study speculates that OCB and exchanged resources in the 
organization influence individual career perspective. In the next section, we review 
the literature on career growth opportunities. 
2.6 Career Growth Opportunities 
Career is an important topic related to the research of individuals and 
organizations. People develop their careers in the organization, and obtain what they 
need and want. The present study applies Hall's definition of career (1976): 
Career is the individually perceived sequence of attitudes and 
behaviors associated with work-related experiences and activities over 
the span of a person's life. (Hall, 1976, p.4) 
Hall (1976) pointed out that career is made up of both attitudes and behaviors. In 
order to fully understand a person's career, it is necessary to consider both subjective 
and objective aspects. Subjective aspects are related to the value, beliefs, and 
motivation that would change when a person grows up. Objective aspects are the 
behaviors of a person. For example, an individual searches jobs from the newspaper 
or changes jobs frequently. 
Career is also a process, a sequence of work-related experiences. The concept 
is quite broad. Any paid or unpaid, full-time or part-time work pursued over a period 
of time can be viewed as a career. The work is not compulsorily formal. Voluntary 
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works, such as helping the elderly clean up houses, are also relating to career (Hall, 
1976). 
Career is critical to individuals and organizations by the following reasons. 
First, it represents the entire life of an individual in the workplace. For most people, 
career is a vital factor to reflect the quality of life. Career helps us achieve our goals, 
meet our satisfaction, and fulfill our motivation. It provides positive results for us to 
work hard most of the time. Past empirical research supplied additional support that 
job satisfaction in the organization leads individuals to enjoy life's satisfaction 
(Carlson & Kacmar, 2000). In contrast, career dissatisfaction would cause quarrels or 
disputes among family members. In line with this argument, Boyar, Maertz, Perarson 
and Keough (2003) offered a full structural model of work-family conflict and family-
work conflict. In this model, work-role conflict, work-role overload, and work-role 
ambiguity cause work-family conflict, and family-work conflict. These two kinds of 
conflicts are positively related to turnover intentions. As career plays a key role in 
personal life, it is critical to deal with it. 
As for organizations, employees are the most important asset. The success of 
managing employees' career would help organizations keep highly skilled workers. 
This issue is definitely critical because a growing body of organizations have applied 
downsizing and reengineering to cut costs and to improve productivity. These 
strategies have weakened the traditional employment relationship, thereby causing the 
decrease in employees' organizational commitment and the increase in their intention 
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to leave. This disadvantage of downsizing and reengineering has become a new 
challenge to organizations and scholars. How to counter these dark side effects is 
interesting and an important issue to be unveiled (Chay & Aryee, 1999). 
One of the possible solutions is to provide resources to help individuals 
achie^4e success in their career. If individuals perceive their career success in the 
organization, they may reciprocate with their efforts and commitment to the 
organization. Early scholars, however, proposed that career itself does not imply 
success or failure. These are no absolute criteria for evaluating a career. Hence, the 
boundaries of fast advancement or slow advancement are very vague. Different 
people may have inconsistent evaluations of career success or failure (Hall, 1976). 
Hall's (1976) contention has been challenged by consequent researchers who 
have rethought the nature of success career, and figured out universal criteria to 
measure career success that is defined as the positive psychological, work-related 
outcomes or achievements caused by one's work experiences (Judge, Cable, 
Boudreau & Bretz, 1995). The measurement of career success is categorized as 
objective and subjective. Objective career is represented by the tangible facets such as 
income, promotions, hierarchical job level, and job mobility. All these criteria are 
readily assessed. Unlike objective career measures, subjective career measures are 
mainly individual-level psychological factors, such as job satisfaction, self-awareness, 
and adaptability. These criteria are not easily evaluated. However, these two forms of 
career success may be interdepe,ndent. Objective career success may have impacts on 
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subjective career success but reverse causality may also happen (Hall & Chandler, 
2005). 
Traditional career studies emphasized objective career success in hierarchical 
organizations in which income, promotions, ranks served as pointers of career success. 
Today, however, managers have decreased organization layers to cope with 
globalization and technological advances. Organizations face strong barriers in 
designing long-term career plans for their employees. In a similar vein, individuals are 
less dependent on career arrangements of one organization (Hall & Chandler, 2005). 
They can manage their career, being driven by self-fulfillments, and their career 
management is not limited to any one organization (Hall, 1976). Hence, the 
importance of subjective career success factors has become more prominent in the 
modern world. In this unstructured environment, it is not enough for organizations to 
offer only income and promotions to attract outstanding employees. Furthermore, 
managers must heed subordinates' psychological conditions, and then based on their 
wants, create a suitable work environment to assist them to achieve their subjective 
career goals. 
As subjective career success is psychological, managers have difficulty 
assessing it. This is a problem because without exact understanding, managers do not 
know how to modify the work environment to promote subjective career success of 
employees. To provide a lens for understanding subjective career goals, this study will 
seek to examine antecedents of career growth opportunities. 
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Career growth opportunities are individuals' expected utility of present job for 
attaining valued career outcomes (Bedeian et al., 1991). These outcomes could be on 
a very long-term basis. When individuals perceive their jobs with high levels of 
growth opportunities, they believe that they own resources in the organization to 
develop their career potential in the future. Hence, future individual development in 
the organization can be predicted by one's career growth opportunities which are one 
of the outcomes for individuals who are committed to their careers (Bedeian et al., 
1991). 
The expected utility of present job has attracted scholars' great attention since 
the relationship between turnover rate and career growth opportunities was 
substantiated. The construct of career growth opportunities has become a good 
predictor of employee turnover. Early research tried to examine the linkage of job 
satisfaction and turnover rate but the empirical findings were not satisfactory. Job 
satisfaction did not have strong relationships with turnover (Horn, Caranikas-Walker, 
Prussia & Griffeth, 1992). Even though the satisfaction-turnover relationship was 
consistent, it always accounted for less than 16 percent of the variance in turnover 
(Locke, 1976). 
To explain this weak relationship, Mobley et al. (1979) provided a conceptual 
model to divide orientations into present and future ones. Specifically, satisfaction is 
present oriented, and attraction is future oriented. Attraction is based on the 
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perception or expectation that the job will lead to future job achievement or negative 
job outcomes. Individuals may be dissatisfied with their present job but may expect 
the job to offer positive career outcomes in the future. For example, the work 
conditions of fresh graduates in famous accounting firms in Hong Kong are very 
tough. They work for long hours but get relatively low salaries. They, however, are 
eager to apply to this kind of job because they understand that much better work 
conditions and higher salaries will be guaranteed after the hard time. Hence, they tend 
to stay in order to gain brighter career development. In contrast, although individuals 
are satisfied with their present job, they may be inclined to quit when the job is not 
relevant to their expected subsequent career. 
To examine Mobley et al.'s (1979) model, Bedeian et al. (1991) conducted an 
empirical study in which career growth opportunities were found to have interaction 
effects with career commitment on the intention to leave. The relationship between 
career growth opportunities and intention to leave was negative when the levels of 
career commitment were low but positive when the levels of career commitment were 
high. 
The concept of career growth opportunities is also powerful to predict 
organizational outcomes. High organizational levels of career growth opportunities 
increase the employability security of employees, and give the signals of 
organization's investment to employees. Career growth opportunities, therefore, 
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provide positive impacts on the trust in the employer, and counter careerist orientation 
(Aryee & Chen, 2004). 
Although career is an important topic, career research faces some challenges. 
One of the challenges, is the pervasive national cultural differences which may 
potentially influence how people evaluate their career (Heslin, 2005). Individualism 
and collectivism are two most influential cultural values that may exert this influence. 
Conceptually, people who endorse high individualistic values tend to pursue the 
congruence between the values supported by the job and individuals' work values. 
Through the possession of congruence, job satisfaction is promoted. In contrast, 
people with high collectivistic values emphasize the work role approval by others 
such as family and friends. This approval may have greater impacts on job satisfaction 
than the congruence (Brown, 2002). 
Although career success may be affected by cultural differences, we still view 
career growth opportunities as a universal construct because past research has not 
provided any empirical support to the potential effects of cultural differences on 
career growth opportunities. The effects have been assumed rather than directly 
investigated. In contrast, this construct has already been applied in Singapore, the 
People's Republic of China, and the United States. Researchers confirmed the 
measurement equivalence of this construct (Chay & Aryee, 1999; Aryee & Chen, 
2004). Hence, we assume that the measurement of career growth opportunities could 
be applied in Hong Kong samples. 
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In conclusion, previous research has focused on the effects of career growth 
opportunities but antecedent research has been ignored. This is a problem because 
researchers cannot give any recommendations to managers regarding the promotion of 
subordinates' career growth opportunities. As career growth opportunities are 
important to individuals and organizations, it is necessary to explore which variables 
predict career growth opportunities. The present study will regard career growth 
opportunities as a dependent variable, and evaluate OCB influence on career growth 
opportunities through resource theory. In the next section, contingency theory that 
explains two contextual variables, peer competition and task interdependence will be 
reviewed. 
2.7 Contingency Theory 
Prior empirical research showed that the circular order of resources was not 
totally consistent with Foa's (1971) resource theory. In some conditions, particular 
types of resources were not exchanged (Morais, 2000). We posit that moderators that 
interact with an independent variable have impacts on the level of dependent variable 
that exists in resource exchanges (Baron & Kenny, 1986; Holmbeck, 1997). Contexts 
may either facilitate exchanges or depress exchanges. In the resource theory 
framework, context variables such as work climates and task characteristics, may act 
as moderators that affect the strength of the relationship between an independent 
variable (OCB) and dependent variables (exchanged resources and career growth 
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opportunities). This and the following two sections will discuss the context variables 
with peer competition and task interdependence through contingency theory. 
Breaking with the traditional theory that there is only one best form of 
organization at all times, contingency theory is to explore the relationship between a 
company's external constraints and its pattern of organization and administration. In 
other words, contingency theory focuses on the contingent relationship between the 
internal characteristics of the organization and the demands of its tasks and external 
environment (Lawrence & Lorsch，1986). Environment is viewed as the totality of 
physical and social factors that have direct impacts on the decision-making behavior 
of individuals in the organization (Duncan, 1972), and represents forms of inputs at 
individual, group, and organization levels, as well as exogenous context forces 
(Fredericks, 2005). 
Organizational factors are highly complex and inter-related with each other 
and with environmental conditions. If the internal processes of an organization are 
consistent with external demands, the organization will be effective in coping with its 
environment. Contingency theory, therefore, proposes that organizations must vary to 
attain a match between its environment and strategy if they want to deal with its 
“ extrinsic factors effectively (Lawrence & Lorsch, 1986; Miller & Friesen, 1983). 
The performance of organizations is influenced by three main factors, namely 
strategy, context, and their interaction (Venkatraman 1989). Furthermore, contingency 
61 
theorists put emphasis on organizational structure, and propose structural contingency 
theory which states that good organizational performance is a result of matching an 
organization's structure to its internal and external contingencies (Dawes & Massey, 
2005; Sillince, 2005). 
At individual levels, action is also a result of external constraints, demands 
and forces. That is, individuals have little control to perform behaviors under the 
external elements. Behaviors are regarded as reactions to achieve contingencies of 
internal variables and external environment (Pfeffer, 1982). 
Following this line of thought, we note that the management system is a 
dependent variable, and there is no perfectly ideal type of management system (Bums 
& Stalker, 1961). Similarly, there is no universally best leadership style. Successful 
managers apply different styles across contexts and time because each style 
contributes itself in certain circumstances (Lawrence & Lorsch，1986). It is important 
for the management to make arrangements fitted with changes of extrinsic factors. 
Contingency theory has been applied broadly into various areas of business 
research, including marketing, organizational behavior, family business, and supply 
chain management (i.e., Barsky, Thoresen, Warren & Kaplan, 2004; Beersma, 
Hollenbeck, Humphrey，Moon, Conlon & Ilgen, 2003; Carroll, 2004; Corbetta & 
Salvato, 2004; Fournier & Mick, 1999; Stonebraker & Afifi, 2004). These studies 
showed that performance results are context-dependent. A contingency model is 
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necessary to examine different strategies across different business situations at 
different periods of time. Moreover, a flexible contingency approach helps us to 
explain endogenous individual and organizational variables with exogenous context 
variables. 
The present study is to apply contingency theory to demonstrate how work 
climates and task characteristics moderate the relationship between OCB and received 
resources. This attempt is to echo prior researchers' call that adding context variables 
into OCB framework provides a comprehensive picture to social exchange in the 
organization (Hui, Organ & Crooker, 1994; Konovsky & Pugh, 1994). 
In the view of contingency theory, OCB is also context-dependent and 
constrained by the environment. The effects of OCB on career are thus a function of 
the environment. Individuals who are adept at engaging in OCB with environmental 
references are better suited to have great resources and career growth opportunities in 
the organization. 
There are sufficient theoretical and empirical reasons to predict that work 
climates influence individuals' OCB performance (Puffer, 1987). Practically, 
” employers are suggested to modify work environment to increase employees' OCB 
performance (Tumipseed & Murkison, 2000). Past research has paid attention to the 
moderating effects of group and unit contexts on employees' attitudes and behaviors 
in the OCB framework (George & Brief，1992; Organ & Hui, 1995). Examples 
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include empirical findings stating that the relationship between courtesy and job 
satisfaction is stronger in the more cohesive groups (Eidwell, Mossholder & Bennett， 
1997). 
The present study will test whether peer competition and task interdependence 
serve as moderators for the relationship between OCB and exchanged resources. Peer 
competition and task interdependence are predicted to have interaction effect with 
OCB because OCB is a form of cooperation (Schneider, Gunnarson & Niles-Jolly, 
1994). OCB performers help other colleagues when they are overloaded with work. 
Moreover, they assist the spread of organizational updated information, and stick to 
working hard without complaining. OCB is like a lubricant in a machine. The 
function of the lubricant is more obvious when the components of the machine work 
more closely. At the task level, OCB, a kind of cooperation, is required to finish the 
task, and to make organizations function well when tasks are interdependent. Without 
the cooperation of OCB performers, various parts of tasks have difficulty combining 
together. At the peer level, OCB is more valuable when competition is not 
emphasized. OCB is fitted with the cooperative environment as individuals focus on 
peer cooperation and not on competition. The reciprocated benefit of OCB performers 
is more when they can perform suitable cooperative behaviors. 
Performing OCB in different contexts may obtain different levels of 
particularly exchanged resources. It is vital for individuals to know the relationships 
among work contexts, OCB, and exchanged resources in order to maximize their 
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benefits. Peer competition and task interdependence are important context variables 
for us to realize the OCB framework. They are manageable so that managers can 
improve the work environment in order to promote expected behaviors of employees. 
Individuals can also display different levels of behaviors to fit with the work 
environment. Hence, further study is worth examining how peer competition and task 
interdependence moderate the relationship between OCB and its consequences. 
2.8 Peer Competition 
Work climate can be divided into competition and cooperation. Competition 
emphasizes competing against each other. The perception of competition from 
colleagues to achieve goals may threaten one's job security, and, in turn, force 
individuals to focus on themselves and ignore coworkers. Conversely, cooperation 
focuses on the peaceful perception among coworkers, and reflects the degree to which 
helping behaviors become a widespread activity within the organization (Puffer 1987). 
Peer competition can provide two main effects on individuals and 
organizations. First, peer competition can exert positive or negative impacts on 
productivity, depending on productivity measurement and work design. As 
individuals put all their efforts to come out ahead, these extra efforts should be 
“ transferred into more products or services. The increase in productivity, however, 
might mainly stem from quantity and not involve quality. Normally, organizations 
measure productivity by quantity because it is relatively easy to be assessed. In order 
to outperform, individuals focus on speed, and therefore sacrifice quality. Hence, peer 
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competition could be an effective vehicle to promote individual and organizational 
performance when quality either is not considered or controlled by external factors 
(Steers & Porter, 1974). 
Work design could also moderate the relationship between peer competition 
and productivity. The relationship between peer competition and productivity is 
positive when tasks are independent because individuals do not need to exchange 
information and resources. Conversely, the relationship between peer competition and 
productivity is negative when tasks are interdependent among group members. As the 
completion of tasks requires exchanges among group members, the atmosphere of 
high peer competition undermines their relationships, ultimately decreasing the 
quality of exchanges. Consequently, productivity suffers (Steers & Porter, 1974). 
The second potential effect of peer competition is on the level of extra-role 
behaviors. Under highly peer competitive environment, appraisal evaluations are 
handled by win-lose ways. Job insecurity about one's personal situation impedes 
one's willingness and ability to concentrate on others. As a result, individuals ignore 
the needs of others. Furthermore, their coworkers could be strong competitors to 
suppress individuals' performance. Hence, individuals do not trust and help others 
even though there is a need to do so, thereby decreasing levels of extra-role behaviors. 
On the other hand, low peer competition is associated with relatively high extra-role 
levels by underlining the norm of reciprocity. Trust can be developed among group 
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members when individuals are not worried about the effects of others' superior 
performance on one's earnings or job insecurity (Puffer, 1987). 
2.9 Task Interdependence 
Task interdependence "is the extent to which an individual team member 
believes that he or she depends on other members of the team to be able to carry out 
his or her job" (Van der Vegt & Janssen, 2003: 731). In other words, "the fewer the 
one-person jobs and the greater the degree of task-related collaboration, the greater 
the interdependence" (Van de Verr, Delbecq & Koenig 1976; 324). Interdependence 
implies that employees understand that they have information, ability, and ideas to 
help others complete their tasks (Tjosvold, Hui, Ding & Hu, 2003). Because the 
whole organizational task is divided into many parts, interdependence exists 
pervasively in the organization (Brass, 1981). Typically, the level of interdependence 
increases when the task becomes more difficult and requires more assistance from 
others- (Van der Vegt, Emans, & Van de Vliert, 2001). Task interdependence is an 
important contextual variable on organizational behavior research because 
interdependent tasks and team-based works have become frequent in reality, and 
received essential attention in the research literature when hierarchical differences 
among employees have been reduced (Chennai, 2000; Dix, 1994; LePine et al., 2000; 
“ Mohrman, Cohen & Mohrman, 1995). 
Prior research mainly explored the relationship between task interdependence 
and OCB. Conceptually, interdependence may facilitate OCB. As mentioned above, 
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individuals recognize that they have resources and abilities to influence each other's 
work results. Employees who are able and resourceful are likely to offer resources to 
others (Tjosvold et al., 2003). Hence, task interdependence increases exchanges. 
Mutual assistance happens when individuals attempt to achieve win-win situations. At 
the same time, mutual as.§istance helps each individual to build up trust, and positive 
feelings (Lawler & Yoon, 1993，1996). Even though OCB is not formally prescribed 
by roles, it has the functions to promote effectiveness. With task interdependence, 
individuals may be motivated by joint success and perform OCB at greater frequency. 
The empirical results of the relationship between task interdependence and 
OCB, however, were not inconsistent. Pearce and Gregersen (1991) confirmed this 
positive relationship through the mediation of felt responsibility but Smith et al.'s 
findings (1983) concluded that task interdependence is not a significant predictor in 
direct and indirect impacts on any OCB dimensions. This inconsistence could be 
explained by different samples or OCB measurements. 
More importantly, past research has concentrated on the relationship between 
task interdependence, performance, and innovation. Task interdependence is an 
indispensable contextual variable to some inconsistent performance relationships, 
“ such that the relationship between team structure and performance is inconsistent 
across levels of task interdependence. Task interdependence shows a powerful 
predictive value in this relationship. For teams that focus on conceptual tasks, 
interdependence displays a U-shaped relationship of team performance. For teams 
68 
that put emphasis on behavioral tasks, interdependence exhibits an fl -shaped 
relationship of team performance (Stewart & Barrick, 2000). 
Task interdependence also exerts significant positive impacts on innovative 
behaviors for individuals in heterogeneous teams but not in homogeneous teams. A 
high level of group diversity provides ideas and perspectives to the group. In such 
diverse groups, the interpersonal contacts among group members bring the potential 
increase in creative and innovative ideas. A different picture may exist in low levels 
of group diversity. Because of similarities among group members, the diversity of 
perspectives, ideas, and experiences is very low. Even though the degree of 
interactions rises, it is unlikely to stimulate the group to be led to innovative ideas and 
behaviors (Van der Vegt & Janssen, 2003). 
The moderating effects of task interdependence on OCB research have also 
received increasing attention. Empirical- results revealed that under incongruent low-
high and high-low combinations of task and goal interdependence, informational 
dissimilarity that refers to the difference between a focal employee and his or her co-
workers in educational and functional specialization provides negative effects on 
OCB and team identification. In contrast, under low-low and high-high combinations 
” of task and goal interdependence, informational dissimilarity cannot exert significant 




More recently, task interdependence has been substantiated to have influences 
on the relationship between OCB and employee performance evaluations. More 
specifically, task interdependence affects the weight of overall employee performance 
evaluated by managers. When task interdependence is high, managers will be more 
likely to believe that high unit-level performance is caused by employee OCB 
(Bachrach, Powell, Bendoly & Richey, 2006). This result implies that OCB could 
contribute more to OCB performers under high task interdependence than under low 
task interdependence. 
Overall Summary 
In summary, a growing body of OCB research attests to theoretical and 
practical contributions. Past scholars have viewed social exchange theory as a kernel 
on OCB-antecedent research but ignored the importance of "fine-grained" theory on 
OCB-outcome research. Based on social exchange perspective, resource theory could 
be applied to explore the relationships between OCB and potential consequences. 
Four classes of resources such as love, status, services and information are highly 
related to social exchange. OCB acts as services that could be exchanged with all 
these four resources in the workplace. The present study focuses on career growth 
opportunities as an ultimate dependent variable because career growth opportunities 
’’ represent one of the important criteria of subjective career success. Individuals who 
own resources to develop their career are more likely to perceive their career growth 
opportunities at high levels. In other words, OCB performers could have better career 
growth opportunities due to the increased possession of exchanged resources. On the 
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other hand, peer competition and task independence are two crucial contextual 
variables in OCB research. They not only have direct or indirect effects on OCB 
levels but also act as moderators of OCB-outcome relationships. 
« 
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Chapter Three: Conceptual Model and Hypotheses 
This section will focus on the relationships among OCB, career growth 
opportunities, peer competition, and task interdependence. It also provides the 
proposed conceptual model and a series of hypotheses. 
3.1 Conceptual Model 
OCB is expected to exert a strong impact on career growth opportunities. 
From the view of organizations, OCB can release slack resources, keep high quality 
employees, and promote organizational effectiveness. From the perspective of peers, 
OCB performers help to complete tasks smoothly, and maintain the stability of 
individual performance. OCB performers thus bring many benefits to organizations 
and peers. Although initial OCB research almost assumed that OCB was not related to 
any formal rewards, consequently, researchers empirically found strong positive 
relationships between OCB and individual outcomes that include supervisors' 
evaluation, promotion, service leadership, and negative relationships between OCB 
and turnover. These findings led Organ (1997) to rethink the nature of OCB, and to 
contend that OCB performers could get benefits through informal channels. As 
organizations and peers recognize the value of good organizational citizens by 
employees' extra-role behaviors, the career of OCB performers would be potentially 
benefited. 
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Based on resource theory, OCB that acts as a service resource can be 
exchanged for other resources that have critical link to career growth opportunities. 
Love resource (friendship) helps individuals to get promoted because the capability to 
have good relationships with colleagues is a primary element to develop leadership. 
Services resource assists^ individuals to maintain stable performance in their works. 
Information resource promotes innovative ideas, and prevents problems in advance. 
People who have lots of status resource are inclined to have referent power, are more 
likely to be well respected, and are therefore more likely to be promoted into the 
leadership position. These important resources definitely help individuals to advance 
their career. Through resource theory, we may understand the mechanism of how 
resources act as mediators in the relationship between OCB and career growth 
opportunities. 
The present study will add two contextual variables such as peer competition 
and task interdependence because as mentioned earlier, contextual variables are 
critical in OCB research, and may act as moderators to either facilitate or depress 
exchanges. As discussed above, OCB is a form of cooperation. Thus, OCB would be 
particularly valued as a resource when cooperation is needed. In the present study, I 
conceptualize the need for cooperation in two different aspects: work climate and 
” interdependent task. Specifically, cooperative work climate and interdependent task 
are proposed to moderate the relationship between OCB and outcomes. Cooperative 
acts may provide stronger effects on resource exchanges under highly cooperative 
work climate or highly interdependent task. When OCB is better fitted with the 
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environment, it can be exchanged for more resources. Figure 3.1 shows the entire 
conceptual model. 
Moderators 
{ Peer Competition j 
^ Mediator 
Antecedent ^ Outcome RQSQUn^QS   
广 f Love (friendship) \ , \ 
( OCB ) J Status ) ^ ( Career Growth N 
V J V Services J " Opportunities ) 
^ ^ Information 
( Task 
�I n t e r d e p e n d e n c e J 
Figure 3.1: The conceptual model 
5.2 OCB and Resources 
Services have the highest frequency to be exchanged in the workplace, even 
though all six resources have various opportunities to be exchanged. As discussed 
earlier, the traditional economic view of work is that workers exchange their services 
(labor and time) for money (rewards). Work, however, is an activity in which 
employees receive both economic resources, such as money or goods, and 
interpersonal resources, such as love or status. The work itself may be a reward while 
money may not be the main concern. OCB, viewed as services to the other persons or 
organization, is nearer love than goods. According to resource theory, OCB can be 
exchanged for all six resources, but the highest frequency should be related to the 
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same and similar resources. Hence, performing OCB in the workplace can be 
exchanged for other services and love with the highest frequency. 
In this paper, particularistic and symbolic resources rather than universalistic 
and concrete resources ” will be addressed because particularistic and symbolic 
resources are in the domain of social exchange while universalistic and concrete 
resources are related to economic exchange (Blau, 1964). 
Prior researchers have maintained many fruitful theories about resources at 
national and firm levels. Porter (1998) pointed out that national competitive 
advantages can be created by resources. These resources, however, cannot be bought, 
and must be created cumulatively inside (Dierickx, Karel & Barney, 1989). Barney 
(1991) developed resource-based theory, and demonstrated that firms must be 
valuable, rare, imperfectly imitable, and imperfectly substitutable resources to 
develop their competitive advantages. Resources are valuable when they lead a firm 
to carry out strategies that improve its efficiency and effectiveness. Resources are rare 
when they are not implemented simultaneously by a number of other firms. 
Resources are imperfectly imitable when there are unique historical conditions, causal 
ambiguity, and social complex to mix the relationship between resources and 
competitive advantages. Resources are imperfectly substitutable when there are no 
strategically equivalent resources. 
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This resource-based theory is also applicable to individuals. Employees must 
have valuable, rare, imperfectly imitable, and imperfectly substitutable resources to 
build up their competitive advantages. Love and status have the above four 
characteristics, and can be viewed as valuable, rare, imperfectly imitable, and 
imperfectly substitutable resources. Love and status are valuable because they enable 
individuals to improve their work effectively and efficiently. Employees who have 
good friendships with other colleagues and high social status in the organization tend 
to gain personal power to persuade others to accept their opinions, and to receive 
extra resources to improve their work. 
Love and status are rare, since the number of individuals that possess these 
valuable resources is less than the number of individuals needed to generate perfect 
competition dynamics. Nearly all people pursue love and status but not all can win 
them in the organization. 
Love and status are imperfectly imitable because the antecedents of making 
friendships and gaining high status are affected by the past unique conditions. 
Moreover, the connection between factors and these two kinds of resources is not 
understood or is understood imperfectly. Furthermore, the social phenomena are 




Love and status are imperfectly substitutable for the reason that they are 
particularistic resources. The relationship between a receiver and a giver influences 
the value and the perception of resources. Hence, high value and particularistic 
resources cannot be replaced perfectly. In other words, nothing can substitute 
particularistic resources. ” For example, when a lover passes away, no matter how 
much the insurance company pays, it is impossible not to have the feeling of loss and 
grief. 
Based on the above reasons, this study will focus on particularistic and 
symbolic resources (love, status, services, and information). Specifically, the 
following questions will be addressed. What types of resources OCB performers 
actually receive in their work in return? Do good organizational citizens receive more 
resources? How unique are these resources? As a person is more likely to reciprocate 
by exchanging the same resource (Brinberg & Castell, 1982), the discussion will start 
from services. 
3.3 OCB and Services 
Services involve activities of the body or belongings of a person (Foa, 1971). 
These activities often constitute giving one's time, talent and energy for another 
(Brinberg & Castell, 1982). OCB involves helping a specific another person who may 
be absent or have heavy workloads. According to social exchange theory, this specific 
person owes the OCB performer certain things. A norm of reciprocity makes a 
demand to the receiver who should help those who have helped him or her (Gouldner, 
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1960). Supervisors who receive services from OCB performers will be likely to return 
services since resources perceived as similar are more likely to be exchanged 
(Brinberg & Castell, 1982). Hence, good organizational citizens will accept more 
services from their colleagues than people exhibiting lower OCB levels. In other 
words, those colleagues will be more likely to lend a helping hand to good 
organizational citizens to solve work related problems. 
Hypothesis 1 a: Employees who perform high levels of OCB are more 
likely to receive service resources from their colleagues than 
employees who perform low levels of OCB. 
3.4 OCB and Love 
Love is the most particularistic resource which is defined as an expression of 
affectionate regard, warmth, comfort and friendship (Foa, 1971; Brinberg & Castell, 
1982). As noted earlier, each class is considered to be filling a range in the order. 
Hence, services can be more proximal to either love or goods. Since a person would 
be more likely to choose a proximal resource than a distal one (Foa, 1971), and OCB 
can be viewed as a resource to the body rather than to one's belongings. Love 
(friendship) will be exchanged for OCB with the second highest frequency. The above 
argument is consistent with the recent research conclusion that the exchange causes 
” the relationship, and a reciprocal exchange leads to a closer relationship (Cropanzano 
& Mitchell, 2005). 
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Employees can obtain friendships from their colleagues through displaying 
any of the five dimensions of OCB. Altruistic behaviors toward individuals, for 
example, would win friendship, specifically when helpers are more likely to seek help 
from the same helper again (Burke, Weir & Duncan, 1976). OCB toward organization 
will also provide similar—effects because such behavior promotes the effectiveness of 
organization that helps individuals much. For example, attending work at high rate, 
obeying company rules and regulations, and attending functions to help the company 
image can decrease risks of causing troubles to others, and demonstrate the 
commitment not only to an organization but also to a supervisor who believes that 
OCB performers express love (friendship) to him or her. If a supervisor perceives 
high levels of OCB performance from subordinates, and regard OCB as love 
(friendship), he or she may also tend to reciprocate trust and then love (friendship) to 
OCB performers. 
Love (friendship) is a relatively long-term investment, and trust is a necessary 
condition for this investment (Foa, 1971). After winning the trust of supervisors, OCB 
performers can cultivate friendships that pave the way for further career development. 
They can take advantage of the friendship with supervisors by asking for more 
resources than other employees. The obtained resources in the future may be more 
" than those that are currently given from the view of OCB performers but supervisors 
would be willing to provide extra resources to good organizational citizens, since 
inequitable exchanges of resources between friends do not often produce 
dissatisfaction (Converse & Foa，1993), and the cost of giving resources to 
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subordinates, such as information, may not be high (Foa & Foa, 1974). Extra 
resources can also signal to other employees that OCB is important, thereby 
stimulating them to contribute OCB. 
Love exchange is influential in individual satisfaction and meaning. Past 
research indicated that a particularistic resource is inclined to be exchanged for a 
particularistic resource that is the most critical contributor to a happy and meaningful 
life (Tornblom & Nilsson，1993). Hence, OCB performers will obtain more 
satisfaction in the workplace and feel their life to be more meaningful than employees 
engaging in low levels of OCB through the increased possession of love resources. 
Hypothesis lb: Employees who perform high levels of OCB are more 
likely to receive love resources from their colleagues than employees 
who perform low levels of OCB. 
3.5 OCB and Status 
Status is the second most particularistic resource next to love, and is an 
expression based on prestige, regard, esteem, and respect (Foa, 1971; Brinberg & 
Castell, 1982). The present focus will be on social status because social status is the 
most related to Foa's (1971) definition. Social status represents a hierarchy of 
’‘ individual social positions when the society but not the individual determines what 
essentials influence the positions (Wegener, 1992). 
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There are three reasons why OCB can engender the increase in social status. 
First, the level of social status is based largely on what individuals possess as a unique 
value to the group or society but not on money or occupation (Wegener, 1992). In the 
workplace, employees enhance their status by obtaining respect from their colleagues. 
This status means relative standing in the informal hierarchy, not in the formal system. 
In their study of a design consulting firm, Sutton and Hargadon (1996) noted that a 
designer's status could be promoted by taking part in and leading brainstorms while 
only five percent of the designers could perform well in brainstorms. These findings 
are consistent with the recent argument that if a person has a higher value to the group 
or organization, he or she will enjoy higher social status (Hambrick & Cannella, 
2003). Exhibiting OCB can earn social status if employees show that their citizenship 
behaviors can add value to the organization in the context of scarcity. As mentioned 
above, past theoretical and empirical research has supported the contention that OCB 
is value-added. When a supervisor perceives the value of OCB, he or she will show 
respect to their good organizational citizens, and confer superior status on them in the 
organization. 
The second reason for OCB performers to gain high social status is because 
OCB is one of the generous behaviors for which the giver does not require equitable 
” return. Generous employees are more likely to earn individual social status (Blau, 
1963), and recent empirical study also supported the argument that the frequency of 
favor exchange can promote social status (Flynn, 2003). 
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Third, OCB performers expect that their rewards will come from some other 
sources. Their engaging in OCB may not be due to their hope for any dual exchange 
but perhaps for a generalized exchange (Flynn, 2005). Moreover, they hope their 
colleagues to do the same thing for them and other persons. This exchange between 
OCB and other resources is indirect and not mutual so that OCB can be regarded as a 
generalized exchange that "occupies a unitary system of relationships in that it links 
all parties to the exchange together in an integrated transaction" (Ekeh, 1974: 52). 
Thus, OCB can increase indirect reciprocity that leads directly to generalized rights 
and duties, and to engender a high degree of social solidarity (Uehara, 1990). A good 
organizational citizen will become a focal employee to bring this integrated 
transaction. When organizations and colleagues view this integration as value-added 
resources, high social status will be offered to OCB performers. 
Hypothesis Ic: Employees who perform high levels of OCB are more 
likely to receive status resources from their colleagues than employees 
who perform low levels of OCB. 
3.6 OCB and Information 
Information, the least concrete resource that includes advice, facts, opinions, 
instructions, and enlightenment, is the most distal one from services (Foa, 1971). 
” Hence, performing OCB would not gain much information directly but may obtain it 
indirectly through networks. A good organizational citizen can become a focal person 




An OCB performer can act as a structural hole connecting nonredundant 
contacts between unit groups since OCB can direct toward other units. For example, 
an employee tries to avoid creating problems for other units, and helps other units 
which have work related problems. These discretionary behaviors promote friendships 
between units, and help a good citizen become a structural hole between units, which, 
in return, provides many benefits to the focal person. The dense network in the same 
unit is sometimes not efficient that persons input time but get similar sources of 
information. As time and resources are limited, adding nonredundant contacts to the 
dense network is beneficial to actors. As Burt (1992) suggested: 
A structural hole is a relationship of nonredundancy between two 
contacts. The hole is a buffer, like an insulator in an electric circuit. As 
a result of the hole between them, the two contacts provide network 
benefits that are in some degree additive rather than overlapping. (Burt, 
1992, p. 18) 
The structural hole argument captures the causal agent directly. No matter how strong 
the relationship is, a structural hole can act as a bridge to generate information or 
other resource benefits (Burt, 1992). As different units have various types of 
information for exchanges, an OCB performer is positioned between disconnected 
- network cliques which lead him or her to get valuable information. 
The second situation for an OCB performer to become a focal person is within 
a unit group. An OCB performer who has high social status is more likely to build up 
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strong ties with group members in the same unit because high social status is 
attractive. He or she would have a large neighborhood of direct and strong 
connections. Hence, social status advantage can become a network advantage 
(Erickson, 2004). An OCB performer would become a star in the network, in which 
his or her degree of local centrality is the highest (Scott, 2000). There are many social 
resources embedded in one's social network. One of the advantages of a higher social 
position is to have more information or a better view of the structure (Lin, 1982). 
Performing OCB can thus enhance individual information collection within a unit. 
The last situation is the increase in supervisor-subordinate information flow. 
As noted earlier, exhibiting OCB can build up trust by increasing the contact and 
exchange between an OCB performer and his or her supervisor. Generosity in 
exchange would let the supervisor share information and even transfer knowledge 
with a benefactor based on benevolence-based trust (Levin & Cross, 2004). 
Information impact arises mainly because of uncertainty and opportunitism in which 
information cannot be discerned freely by or displayed for others (Williamson, 1985). 
An OCB performer takes the first step to show his or her sincerity and, in turn, earns 
trust from supervisors. Hence, employees who display higher OCB will be more 
likely to receive information that provides insights into the job and helps further 
- career development. 
Hypothesis Id: Employees who perform high levels of OCB are more 
likely to receive information resources from their colleagues than 
employees who perform low levels of OCB. 
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3.7 Interaction Effects with Peer Competition and Task Interdependence 
The last sections have described the relationships between OCB and 
exchanged resources. These relationships, however, may be affected by external 
conditions. In this study, peer cooperation is hypothesized to strengthen the 
relationship between OCB and exchanged resources while peer competition serves to 
weaken the relationship. There are three reasons for these predictions. First, peer 
cooperation encourages individuals to exchange resources (Puffer, 1987). However, 
peer cooperation creates expectations stimulating employees to return resources, and 
employees feel an obligation to react positively after receiving OCB from others. 
Hence, social exchange relationships are likely to be stronger if the work climate is 
cooperative. 
Conversely, without such expectations, employees may not perceive the need 
to reciprocate resources. Social exchange relationships are inclined to be weaker 
where peer competition is high, and therefore individuals do not feel the obligation to 
reciprocate resources after receiving OCB. Individuals may, instead of reciprocating 
resources, choose to display behaviors in other ways. For example, they take 
advantages of colleagues' OCB, and transfer those helping behaviors into their self-
- promotional resources. 
The second reason of the joint effect is that peer cooperation provides 
harmony and stability while peer competition causes tension and instability. Under 
85 
peer cooperation, individuals do not have great conflicts with others in pursuing 
interests. They do not mind much about the gain and loss of exchanges at the least 
short term. Hence, generous exchanges are more frequent under the cooperative work 
climate than under the competitive work climate. As noted above, OCB is assumed to 
be more influential with pnerous exchanges (Organ, 1988，1990). When employees 
perform OCB toward colleagues or the organization, they may not have particular 
subjects for reciprocation, since the exchanged resources may come from the third 
party. As peer cooperation is beneficial to generous exchanges, OCB performers are 
more likely to get remarkable returns. 
To contrast with peer cooperation, peer competition exerts negative effects on 
personal relationships, thereby discouraging generous exchanges. Companies create a 
competitive climate by setting individual work targets or goals, and by requiring 
employees to achieve them. Individuals who are lagging far behind may be dismissed 
or suffer from a serious loss. Under the influence of these strained relations, restricted 
exchange that is characterized by a high degree of accountability in each partner's 
behavior is likely to happen (Uehara, 1990). Individuals calculate what they give and 
receive with their partners, and believe that self-interest is more important than unit-
interest. They are mean to reciprocate high value resources, and cannot sustain the 
- loss from exchanges at both short and long periods. OCB performers thus may not 
gain reciprocated resources in this restricted exchange environment. 
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The third reason for the moderating effect is that trust is more likely to be built 
under peer cooperation than under peer competition. In cooperative conditions, 
employees' individual performance depends on the information and the cooperation 
from their colleagues. Interactions are encouraged, thereby facilitating trust among 
colleagues (Cropanzano & Mitchell, 2005; McAllister, 1995). Trust in each other, in 
return, leads individuals to reciprocate particularistic resources more frequently. They 
do not mind the short-term loss with partners because they believe that they will 
receive the benefits finally through the expectation of mutual assistance. Hence, peer 
cooperation encourages actors to reciprocate valuable resources to OCB performers. 
Under the competitive work climate, however, actors focus on their own 
performance and compete with each other, since individual interests overwhelm 
collective interests. Employees are tempted to apply their energy and time to pursue 
their own interests competitively. Completely trusting anyone else may cause trouble. 
Thus, distrust among colleagues is popular in this context. Even though good 
organizational citizens express generosity by displaying OCB, other colleagues would 
not appreciate this behavior much. Trust is a primary factor for the exchange of 
particularistic exchanges (Foa, 1971; Foa & Foa, 1974). Without the foundation of 
trust, employees will be inclined to ignore altruistic behaviors, and the influences of 
- OCB will decline. 
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As argued above, OCB effects on exchanged resources are a function of the 
environment, and peer competition is an essential component in the present model. 
Therefore, we test the following hypotheses: 
H2: The relationship between OCB and exchanged resources is 
moderated by peer cooperation. It is stronger under peer cooperation 
and weaker under peer competition. 
Specifically, 
H2a: The relationship between OCB and service resources is 
moderated by peer cooperation. It is stronger under peer cooperation 
and weaker under peer competition. 
H2b: The relationship between OCB and love resources is moderated 
by peer cooperation. It is stronger under peer cooperation and weaker 
'under peer competition. 
H2c: The relationship between OCB and status resources is moderated 
by peer cooperation. It is stronger under peer cooperation and weaker 
under peer competition. 
H2d: The relationship between OCB and information resources is 
moderated by peer cooperation. It is stronger under peer cooperation 
and weaker under peer competition. 
% 
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On the other hand, OCB is also constrained by the task context. Past 
theoretical and empirical studies demonstrated that task characteristics are 
indispensable predictors of OCB (Farh, Podsakoff & Organ, 1990; George & Jones, 
1997; Karambayya, 1990; Podsakoff & MacKenzie, 1995; Podsakoff, MacKenzie & 
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Bommer, 1996a, 1996b). Task characteristics, however, receive less attention than 
individual characteristics. Podsakoff et al. (2000) argued that task characteristics 
deserve more attention in OCB research. 
In response to this concern, the present thesis will examine how levels of task 
interdependence that are determined by the nature of the work activities of a group 
moderate the relationship between OCB and its outcomes. With high levels of task 
interdependence, OCB has a strong influence on exchanged resources. Conversely, 
with low levels of task interdependence, OCB exerts a relatively weak impact on 
exchan^ged resources. 
There are three reasons why task interdependence provides interaction effects 
on the relationship between OCB and exchanged resources. First, task 
interdependence leads OCB to be a required behavior in the organization. Since the 
— responsibilities cannot be separated distinctly among employees in advance, 
employees would always need to consult and exchange information with each other. 
In this organizational context, OCB becomes more important for the completion of 
job tasks (Bachrach et al., 2006), because OCB that can be framed as a desirable 
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opportunity for employees to contribute themselves has functions of helping others, 
giving advice, focusing on the positive side, and taking steps to prevent problems, 
which are needed by employees to carry out their daily tasks. These help-seeking 
behaviors are a must to maintain organizational effectiveness (Anderson & Williams, 
1996). Individuals become aware of their own value to the organization and co-
workers (Bishop & Scott, 2000). In other words, OCB can help the work of 
individuals be fitted with the work of other colleagues within groups, ultimately 
maintaining the effectiveness of organizations. As OCB has such a high value, it can 
be easily exchanged for other resources in the task interdependent context. 
On the contrary, OCB in the task independent context is relatively less 
important. The job responsibilities are divided up clearly in the context of task 
independence, therefore cooperation and interactions are seldom (Stewart & Barrick, 
2000). Individuals only need to concentrate on their own tasks, and may ignore the 
needs of their colleagues. They do not consider whether their inputs are consistent 
with others' because this match is not required within groups and between groups. 
Help and suggestions therefore would be constrained when individuals narrowly focus 
on their own work activities. In such circumstances, OCB is unnecessary for 
individuals to make progress in their work. Along with the same line, OCB cannot 
-- contribute much to the effectiveness of the organization. Consequently, the value of 
OCB in the task independent context is relatively low. This value will be reflected by 
low levels of exchanged resources. 
% 
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The second reason for the moderating effect is that high levels of 
interdependence lead to build and maintain an effective social and psychological 
context that encourages exchanges, consequently offering more interaction 
opportunities among individuals than independent tasks (Paine & Organ, 2000). When 
the opportunities to reciprocate resources increase, individuals can foresee successive 
exchanges between OCB performers and the third party in the future. If individuals 
who receive OCB do not reciprocate relative resources in return, they will be in debt 
(Blau, 1964; Gouldner, 1960). In order to call on OCB performers or others for help 
and suggestions in the future, individuals should be willing to reciprocate resources 
after gaining OCB. This reciprocity serves as an insurance against future needs for 
OCB (Perlow & Weeks，2002). Hence, OCB will be exchanged for relatively valuable 
resources at higher frequency with task interdependence than with task independence 
context. 
Conversely, since the universal norm of reciprocity is not developed in task 
independence context, individuals who receive OCB may not feel easy to find suitable 
opportunities to return what they want to reciprocate. Hence, the memory of gaining 
help from others declines gradually by time. Finally, there may be no reciprocation to 
OCB performers. In addition, as exchanges in the future are not foreseeable, 
- individuals who receive OCB are not under stress to reciprocate. They are not 
concerned about keeping record of who helps them, and help those colleagues in turn. 
Thus, task independence exerts a detrimental effect on exchanges. 
% 
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The final reason for the interaction effect on the relationship between OCB 
and exchanged resources is that trust is built up easily in task interdependence context. 
Individuals work together frequently. Through repeated interactions, they regard their 
benefits to be long term in the team, thereby promoting mutual trust. Consequently, 
trust among people decreases opportunistic behaviors because individuals believe that 
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successive exchanges provide long term win-win situations (Williamson, 1985). They 
have a generalized expectation that others will behave in the same way, whereas they 
also have an obligation to reciprocate other resources after gaining OCB. 
In contrast to task interdependence, task independence context cannot offer 
trust among people because of the lack of interactions. Without the basic level of trust, 
opportunistic or rational behaviors on self benefits are usually displayed. Even though 
individuals perform OCB in advance, other actors do not recognize that they have 
obligations to reciprocate because they suspect that those forms of OCB may be 
motivated by opportunism. As a result, OCB performers get fewer exchanged 
resources when working on independent tasks than on interdependent tasks. 
Following the above reasoning, I consider task interdependence as a vital 
context variable. OCB is more likely to be elicited in task interdependence context 
” than in independence context because high levels of OCB value, exchange 
opportunity, and trust strengthen the association between OCB and the exchanged 
resources. On the contrary, task independence exerts a depressive effect on the 
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relationship between OCB and exchanged resources. Thus, the following hypotheses 
are tested: 
H3: The relationship of OCB and exchanged resources is moderated 
by task interdependence. The relationship between OCB and 
exchanged resources is stronger when the tasks are interdependent and 
weaker when the tasks are independent. 
Specifically, 
H3a: The relationship of OCB and service resources is moderated by 
task interdependence. The relationship between OCB and service 
resources is stronger when the tasks are interdependent and weaker 
when the tasks are independent. 
H3b: The relationship of OCB and love resources is moderated by task 
interdependence. The relationship between OCB and love resources is 
stronger when the tasks are interdependent and weaker when the tasks 
are independent. 
H3c: The relationship of OCB and status resources is moderated by 
- task interdependence. The relationship between OCB and status 
resources is stronger when the tasks are interdependent and weaker 
when the tasks are independent. 
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H3d: The relationship of OCB and information resources is moderated 
by task interdependence. The relationship between OCB and 
information resources is stronger when the tasks are interdependent 
and weaker when the tasks are independent. 
3.8 Exchanged Resources (Services, Love, Status, Information) and Career Growth 
Opportunities 
Exchanged resources can influence career growth opportunities at individual 
levels. Past research, as mentioned earlier, supports the argument that OCB 
performance levels are positively related to important career variables, such as 
performance appraisals, promotability ratings, and service leadership but it has not 
provided the mechanism to explain these relationships. This research speculates that 
OCB can be exchanged for particularistic and symbolic resources (i.e., love, status, 
information, and services) that lead good organizational citizens to have brighter 
career future in the organization. As noted above, previous evidence showed that 
levels of OCB performance are associated negatively with the turnover rate. This 
empirical result may imply that when individuals perceive that their present OCB has 
positive impacts on the future career development in the organization, they do not 
give up their jobs easily. 
Career growth opportunities focus on future career development which may be 
affected by current levels of OCB performance. Recent research indicated that helping 
behaviors are perceived as useful in achieving individuals' career goals (Perlow & 
94 
Weeks, 2002). Employees show their value by helping others in order to get promoted 
within their organizations or to develop their remarkable expertise on the external 
labor market. As this research was based only on interviews and helping behaviors are 
only a dimension of OCB, the present study applies survey method to examine the 
relationship between career growth opportunities and OCB which has a broader 
breadth of definition than a helping behavior. 
All four classes of resources lead OCB performers to gain better career growth 
opportunities. Service resources may serve as an insurance of the need for help from 
other individuals. Exchanged services provide positive impacts on the career of OCB 
performers who may face two problems to maintain in-role job performance. One is 
heavy workload, and another is the absence of job duty. Other employees who receive 
OCB from good citizens in advance are willing to reciprocate the same services or 
OCB. These reciprocated OCB helps good citizens to keep the stability of individual 
performance. When they are absent or have heavy workloads, they may receive 
assistance from others. As a result, their career growth opportunities are enhanced. 
Love (friendship) not only increases the belonging to the organization but also 
promotes individuals' social capital. OCB performers invest their time and energy in 
�- social relations, and make friendships. The increase in social capital helps an 
individual gain access to embedded resources to enhance expected returns of 
instrumental or expressive actions which, in turn, benefit individual career growth 
opportunities in the organization (Lin, 2001). 
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Status in the network enhances the centrality of OCB performers who become 
popular in the organization (Scott, 2003). This status exerts positive influence on the 
agents (such as supervisors) who are likely to listen to, and heed ideas of a focal 
employee because high status members in the organization have more influence over 
group decisions than other actors (Wilier, Lovaglia & Markovsky，1997). OCB 
performers can take the advantage of their networks, and achieve as much as what 
they want, especially bringing a bright future to their career development. 
Information can also promote career growth opportunities of individuals. OCB 
� performers become the hub of information flow, and therefore let other employees 
share information with them, and even transfer knowledge based on benevolence-
based trust through the hub (Levin & Cross, 2004). OCB performers collect the 
information and knowledge which benefit their careers in three ways, namely, 
learning from past experience, creating innovative ideas, and increasing ability to 
adapt to environmental changes. 
First, they learn how to work effectively and efficiently, since they select the 
best out of many alternative methods. OCB performers know how to avoid mistakes 
“ at formal works after other employees share their experience and lessons. This 
knowledge helps OCB performers promote their productivity, and gain career growth. 
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Second, gaining information and knowledge enhances the opportunities to 
engender innovative ideas. Innovation refers to a process in which the problem is 
created and defined, and then is solved by the development of new knowledge 
(Nonaka, 1994). In order to solve the problem, information and knowledge are 
primary elements needed. Sharing experience is a good method to achieve innovation. 
This explanation is consistent with past empirical study that good connections 
promote good ideas (Burt, 2004). 
Third, OCB performers keep in contact with the marketplace, volunteer 
information about changes in the organizational environment, and refine their 
‘ working methods to suit different environments quickly. They hold past experience, 
innovative ideas, and fast adaptability to organizational environment changes that are 
beneficial to their career development in organizations. 
In summary, exchanged resources which include services, love, status, and 
information can lead individuals to win bright career growth opportunities. Hence, the 
following hypotheses are tested: 
Hypothesis 4a: Employees who receive high levels of exchanged 
service resources are more likely to gain better career growth 
- opportunities than employees who receive low levels of exchanged 
service resources. 
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Hypothesis 4b: Employees who receive high levels of exchanged love 
resources are more likely to gain better career growth opportunities 
than employees who receive low levels of exchanged love resources. 
Hypothesis 4c: Employees who receive high levels of exchanged 
status resources are more likely to gain better career growth 
opportunities than employees who receive low levels of exchanged 
status resources. 
Hypothesis 4d: Employees who receive high levels of exchanged 
‘ information resources are more likely to gain better career growth 
opportunities than employees who receive low levels of exchanged 
information resources. 
Based on the above reasoning, OCB may affect career growth opportunities 
through its effects on resources. Previous studies have found that OCB induces 
brighter career measured by ranks (Van Scotter et al., 2000), and promotions (Hui et 
al., 2001; Allen, 2006). OCB is expected to be appreciated by colleagues, and 
exchanged for other resources that could be beneficial to individual career growth 
" opportunities. In fact, early scholars have applied resources to link, and explain OCB 
and outcomes. Katz (1964) contended that the resources of individuals in innovation, 
and co-operation are very important to organizational survival and effectiveness, and 
these resources can be promoted through extra-role behaviors. Organ (1988) 
% 
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maintained that performing OCB can release slack resources that contribute 
organizational effectiveness. The main gap of the above two studies is that they did 
not adopt an empirical examination, and more importantly, we do not know exactly 
what kinds of resources have great impacts. The present study extends these two 
studies to test the extent to which OCB predicts career growth opportunities through 
the mediating effects of particularistic and symbolic resources. The specific 
hypotheses are: 
Hypothesis 5a: Exchanged service resources will fully mediate the 
relationship between OCB and career growth opportunities. 
感 Hypothesis 5b: Exchanged love resources will fully mediate the relationship 
between OCB and career growth opportunities. 
Hypothesis 5c: Exchanged status resources will fully mediate the relationship 
between OCB and career growth opportunities. 
Hypothesis 5d: Exchanged information resources will fully mediate the 
relationship between OCB and career growth opportunities. 
-- In conclusion, displaying OCB can, in turn, gain several kinds of resources. 
Those resources exert positive impacts on the individual career growth opportunities. 
The present model is an integration of resource theory, contingency theory, and 
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resource-based theory under the OCB framework. Figure 3.2 shows the hypothesized 
dynamics. 
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Chapter Four: Research Design and Methodology 
4.1 Samples and Data Collection 
Surveys were conducted to examine the above hypotheses in Hong Kong 
between April and May, 2006. Data were collected from three kinds of company such 
as a Hong Kong based manufacturer, a Canadian insurance company, and a Hong 
Kong based chain of sushi restaurants. The management style of the manufacturer 
was authoritarian while the other two emphasized two-way communication. 
Collecting data from several types of industries can lead us to compare the results of 
different firms, and conduct a cross-industry study. Previous scholars were inclined to 
use samples from service industry to conduct OCB research (Morrison, 1996, 1997). 
Early OCB research in management, for example, focused on salespersons 
(MacKenzie et al., 1991，1998，1999; Podsakoff & MacKenzie, 1994), while 
consequent researchers collected data from restaurants (Walz & Niehoff, 1996), and 
banks (Hui et al., 2001; Yen & Niehoff, 2004). Marketing scholars also tended to 
conduct OCB research by service industry samples, and explored how OCB can 
enhance service quality (Bettencourt, Gwinner & Meuter, 2001; Bienstock et al., 2003; 
Ford, 1995; Kelley & Hoffman, 1997; Netemeyer, Boles, McKee & McMurrian, 1997; 
Vaughan & Renn，1999; Yoon & Suh, 2003). The emphasis on service industry 
causes a concern that the findings could not be generalized into other industries. 
Hence, some scholars called for OCB research on different industries (Aryee & Chay, 
2001). In order to echo this call by comparing findings from different industries, this 
study tried to obtain data from three firms. Another reason was to increase the ranges 
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and standard deviations of peer competition and task interdependence. Employees 
from the same organization may provide very narrow degrees of peer competition and 
task interdependence which may jeopardize the findings. In order to echo the call for 
comparing findings from different industries and increase the variety of peer 
competition and task interdependence, this study tried to obtain data from three firms. 
Two of these firms belong to the service industry while the remainder is to the 
manufacturing industry. 
On the other hand, two sets of questionnaires were designed for two sets of 
respondents, namely, supervisors and subordinates. This arrangement aimed to 
decrease the common method error. Supervisors evaluated OCB performance, and 
career growth opportunities of one to fifteen subordinates. Meanwhile, subordinates 
assessed their exchanged resources, peer competition, task interdependence, and 
career growth opportunities. 
Survey packets were distributed to both sets of respondents during their work 
hours. Respondents were told by data collectors that this survey is aimed to measure 
employees' work behaviors, such as job satisfaction, and that there are no right and 
wrong answers. The packets were coded as it was necessary to match supervisor-
subordinate dyads. The data collectors also stressed the confidentiality of the 
responses, and pointed out that only the researchers could access the responses, and 
that the analysis is for academic purposes based on group levels. The total number of 
matching pairs of supervisor-subordinate dyads was 110 which was a disappointing 
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figure since the minimum number of each firm for cross-industrial research should be 
200. The details of each company and the data collection are as below: 
Manufacturer samples 
Twenty-nine pairs of supervisor-subordinate dyads were involved. Surveys 
were completed ten days after the package delivery. Questionnaires were returned by 
hand to the data collector, assuring a response rate of 100 percent. All subordinate 
respondents were female, and 55.2 percent were between 26 and 35 years old. About 
79.3 percent received secondary education, and 65.5 percent had a monthly income 
ranging from HK$ 10,000 to HK$20,000, with a mean tenure of 3.1 years (SD = 2.6). 
Insurance company samples 
A total of 131 employees worked in a branch of the insurance company. Fifty 
of them sent back their answered questionnaires by mail within one month after the 
package delivery. The response rate was 38.2 percent. Finally, 38 pairs of supervisor-
subordinate dyads were matched. About 52.6 and 47.4 percent of subordinate 
respondents were female and male, respectively. Approximately 73.7 percent had 
bachelor's degree or diploma, and 42.1 percent had a monthly income of between 
HK$ 10,000 and HK$20,000. The mean of tenure was 6.8 years (SD = 5.3). 
Sushi restaurant samples 
Employees from two sites responded to the questionnaires. Surveys were 
completed during normal break hours. Forty-three pairs of supervisor-subordinate 
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dyads were returned by hand to the data collector, assuring a response rate of 100 
percent. About 48.8 and 51.2 percent subordinate respondents were female and male, 
respectively. Approximately 90.7 percent graduated from secondary school, and 69.8 
percent had a monthly income of below HK$ 10,000. The average length of 
employment was 3.3 years (SD = 4.6). 
4.2 Measures 
As all items were originally written in English, back-translation was 
conducted by an associate professor and an assistant professor in the management 
field in mainland China to examine the quality of the translation (Brislin, 1980) with 
the exception of OCB for which we applied the Chinese version from Lam et al. 
(1999). The results satisfactorily reported that all important words existed in the back-
translation. A Hong Kong resident who emigrated from mainland China and got a 
bachelor degree in Hong Kong helped us refine the items to make sure that they were 
suitable for Hong Kong people to answer. Except for resource classes, a five-point 
scale ranging from (1) "Strongly Disagree" to (5) "Strongly Agree" was utilized. As 
for the resource classes, a five-point scale ranging from (1) "Never" to (5) "Always" 
was applied. 
OCB which has 26 items of five dimensions developed mainly by Podsakoff 
et al. (1990) was assessed by supervisors. The coefficient alphas of courtesy, altruism, 
conscientiousness, sportsmanship, and civic virtue were 0.63, 0.79, 0.74, 0.79, and 
0.68，respectively in the present study. 
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Resource classes measured by 25 items of four resources developed by 
Rettig, Danes, and Bauer (1993) were assessed by subordinates. The original items 
were included to measure personal affective evaluations of family life. These were 
modified to be fitted with the measure of personal evaluations of exchanged resources 
in organizations. The obtained coefficient alphas of love resource class, service 
resource class, information resource class, and status resource class were 0.77, 0.79, 
0.86, and 0.82，respectively. 
Peer competition was assessed by subordinates. Two items developed by 
Steers (1976) were designed to measure how much an employee perceives a 
competitive atmosphere among his or her fellow workers with respect to performance 
for goal attainment. The two items were "Most of my co-workers and peers try to out-
perform each other on their assigned work goals" and "There is a very competitive 
atmosphere among my peers and I with regard to attaining our respective work goals; 
we all want to do better in attaining our goals than anyone else." The original 
coefficient alpha of Steers' research (1976) was low with only 0.69. However, in the 
present study, the coefficient alpha was lower at 0.31. We asked some respondents in 
all the three firms about their understanding of the two items of peer competition in 
order to explore the reason for this low coefficient alpha. We figured out that the 
second item might be too complicated for some low educated employees to 
comprehend. Hence, we dropped it, and used only the first item to measure peer 
competition. 
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Task interdependence was assessed by subordinates. Below is the five-item 
scale developed by Pearce & Gregersen (1991): 
1.1 work closely with others in doing my work. 
2.1 frequently must coordinate my efforts with others. 
3. My own performance is dependent on receiving accurate information from others. 
4. The way I perform my job has a significant impact on others. 
5. My work requires me to consult with others fairly frequently. 
The original coefficient alpha of Pearce & Gregersen，s study (1991) was 
0.76. The coefficient alpha of the present study, however, got only 0.49. The problem 
originated in the coefficient alpha from the sushi restaurant, which was 0.39, while the 
coefficient alphas of other firms were acceptable at above 0.60. When talking with the 
respondents of the sushi restaurant, the data collector found out that the sushi 
restaurant did not conduct performance appraisal to them, and it was difficult for them 
to imagine how their performance affected others', and how others' performance had 
impacts on theirs. As the last three items were related to performance or impacts on 
others, the respondents could not sense the meanings of these items from their 
positions. The first two items would be enough to represent the most important parts 
of task interdependence which are work closeness and coordination. I thus applied 
only the first two items, and obtained the coefficient alpha of 0.64. 
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Career growth opportunities were assessed by both supervisors and 
subordinates because the concept of career growth opportunities, as mentioned above, 
was subjective. Data from two sources can check the validity. The scale was to gauge 
the expected utility of one's present job for future attainment of valued career 
outcomes (Bedeian et al., 1991). Originally, it had two items with a coefficient alpha 
of 0.77. The two items were "I feel that my present job will lead to future attainment 
of my career goals" and "My present job is relevant to the growth and development of 
my career" which were assessed by subordinates in the present study. We modified 
these two items to be "His/Her present job will lead to future attainment of his/her 
career goals" and "His/Her present job is relevant to the growth and development of 
his/her career" which were evaluated by supervisors who should be familiar with the 
career goals and development of their subordinates because all firms have explicit 
promotion and training systems. In job interviews of the manufacturing firm, 
interviewers explained how employees get promoted and undergo training. 
Interviewees also had opportunities to reflect on their career goals. In the insurance 
company, managers discussed promotion opportunities with new recruits, and stressed 
that being an insurance salesman or a financial planner is like an entrepreneur who 
owns and develops his or her new business. Job contracts of new recruits also stated 
that their promotion opportunities are mainly based on their sales of insurance. New 
recruits thus knew which areas they should work hard on for further career 
development. On the other hand, the sushi restaurant put emphasis on internal 
promotion and this is emphasized by managers to new recruits. A waiter who has 
tenure of several years could be promoted to the senior waiter position. Some 
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managers served in the sushi restaurant for over ten years, with their initial position as 
waiters. After a series of promotions, they became managers—the highest position in 
a restaurant. New recruits can choose to work as waiters or sushi trainees. Their 
decision was mainly based on their career goals which they discussed with the 
manager during the job interview. The coefficient alphas of the present study rated by 
supervisors and subordinates were 0.69, and 0.56, respectively. 
Control variables include subordinate demographic control variables, 
gender, age, organizational tenure (in months), education levels, and monthly income 
because those variables may provide unexpected influences on the findings (Allen, 
2006; Burke et al., 1976; Gregersen, 1993; Kidder & Parks, 2001; Lovell, Kahn, 
Anton, Davidson, Dowling, Post & Mason, 1999; Morrison, 1994; Organ & Ryan, 
1995). The control variables in this study are the same as the common practices in 
most past OCB research. 
The sample of each firm cannot achieve the minimum acceptable size of 200. 
Analysis based on small size samples would lead to very unstable results, and 
therefore the idea of cross-industry study was given up. Instead, all responses were 
grouped together for analysis, even though gender, age, organizational tenure, 
educational level, and monthly income of the respondents in the three organizations 
were significantly different by ANOVA. As the samples were from three 
organizations, two dummy variables were created and controlled. The combination of 
samples from different industries was applied by previous researchers. For example, 
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Tjosvold et al. (2003) mixed responses from four different industries, i.e., machinery, 
electronics, petrochemical, and textiles, to obtain 106 pairs of leaders and 
subordinates for the research on conflict values and OCB. 
r 
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Chapter Five: Results 
5.1 Descriptive Statistics 
Descriptive statistics and zero-order correlations are shown in Table 5.1. Five 
dimensions of OCB were correlated moderately with each other, ranging from -0.13 
to 0.54. Similarly, four classes of resources were also correlated with each other, from 
0.58 to 0.73. Correlations over 0.70 imply that multiconlinearity may exist. As for the 
association between OCB and resources, only civic virtue was correlated with status 
(r = 0.22, p < 0.05). Surprisingly, the correlation of career growth opportunities 
between self-rating and supervisor rating was only 0.22 (p < 0.05), which means that 
the perceptions of individual career growth from the view of subordinates was quite 
different compared with that from the supervisors. OCB was correlated strongly with 
supervisor-rating career growth opportunities {r = 0.41, p < 0.01), but weakly with 
self-rating career growth opportunities (r = 0.13, n.s.). On the other hand, four classes 
of resources were correlated with self-rating career growth opportunities, ranging 
from 0.25 {p < 0.01) to 0.37 {p < 0.01). For the contrast of predictions, four classes of 
resources had small and even negative correlations with supervisor-rating career 
growth opportunities, from -0.15 to 0.05 {n.s.). 
The multiconlinearity examinations were conducted, and VFI of each 
regression analysis was checked in all the following regressions. Since the 
independent variables were correlated, we centralized the independent variables and 
moderators when examining moderating effects. After the adjustment, none of the 
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VFI appeared to be higher than 10，demonstrating the insignificant effect of 
multiconlinearity of the present study. 
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Table 5.1 Correlation and Descriptive Statistics 
Variables Mean SD 1 2 3 4 
1. Gender' ^ 
2.Ageb 3.85 1.60 -0.01 
3. Education' 3.63 0.98 0.13 0.20* 
4. Incomed 2.56 1.54 -0.03 0.53** 0.45** 
5. Tenure' 52.93 56.25 0.04 0.48** 0.19 0.42** 
6. Firm 0.26 0.44 -0.45** -0.10 -0.21* 0.02 
Dummyf 
7. Firm 0.39 0.49 0.25** -0.33** -0.46** -0.60** 
Dummy® 
8. OCB 3.53 0.56 0.17 0.08 0.12 0.36** 
9. Courtesy 3.65 0.44 0.10 0.32** 0.11 0.42** 
10. Altruism 3.58 0.56 0.10 -0.02 0.07 0.13 
11. CON 3.58 0.62 0.06 0.07 -0.00 0.27** 
12. CV 3.11 0.56 0.30** 0.14 0.14 0.20* 
13. SPORT 3.46 0.70 0.01 -0.15 0.08 0.20* 
14. Love 3.70 0.61 0.06 0.06 -0.03 -0.00 
15. Service 3.41 0.59 0.05 0.15 -0.10 0.04 
16. Information 3.41 0.59 0.08 -0.02 -0.02 0.08 
17. Status 3.23 0.62 0.22* 0.28** 0.10 0.36** 
18.CG0(Self) 3.45 0.80 0.25** 0.14 0.21* 0.24* 
19. CGO(Sup) 3.61 0.65 0.20* 0.06 0.18 0.23* 
20. PC 3.13 0.78 0.05 -0.09 0.04 0.02 
21. TI 3.52 0.86 0.11 -0.15 -0.52** -0.35** 
Note: Reliabilities presented in diagonal, N ranges from 105 to 110 
a. 0=Femaile, l=Male 
b. I=below20 2=20-25 3=26-30 4=31-35 
5=35-40 6=above 40 
c. l=No formal education 2=Primary school 3=Secondary School 
4=Diploma 5=Degree 6=Master or above 
d. l=below $10,000 2=$10,000-$14,999 3=$15,000-19,999 
4=$20,000-29,999 5=$30，000-$39,999 6= above $40,000 
e. In Month 
f. l=Firm 2, 0=Firm 1 or 3 
g. l=Firm 3, 0=Firm 1 or 2 
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CON = Conscientiousness, CV=Civic Virtue, SPORT = Sportsmanship, CGO(Self)= 
Career Growth Opportunities by Self, CGO(Sup) = Career Growth Opportunities by 
Supervisor, PC = Peer Competition, TI = Task Interdependence 
Table 5.1 (continuous) 
—Variables 5 6 7 8 9 10 
5. Tenure® 
6. Firm -0.16 
Dummyf 
7. Firm -0.20* -0.48** 
Dummyg 
8. OCB 0.06 0.12 -0.20* (0.63) 
9. Courtesy 0.28** 0.01 -0.28** 0.64** (0.63) 
10. Altruism -0.04 0.22* -0.13 0.77** 0.38** (0.79) 
11. CON -0.07 0.15 -0.11 0.75** 0.31** 0.54** 
12. CV 0.03 -0.26** 0.10 0.51** 0.20* 0.36** 
13. SPORT 0.04 0.22* -0.22* 0.57** 0.33** 0.23* 
14. Love -0.05 -0.10 -0.03 0.10 0.18 0.04 
15. Service 0.03 -0.12 0.05 0.04 0.15 0.03 
16. Information 0.01 -0.07 -0.04 0.13 0.09 0.18 
17. Status 0.16 -0.29** -0.04 0.14 0.14 0.06 
18. CGO(Self) 0.05 -0.15 -0.18 0.13 0.03 0.06 
19. CGO(Sup) 0.13 -0.20* 0.05 0.41** 0.23* 0.31** 
20. PC 0.02 0.14 -0.11 0.14 0.22* 0.11 
21. TI -0.35** 0.11 0.51** -0.01 -0.19* 0.08 
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Table 5.1 (continuous) 
—Variables 11 12 13 14 15 16 
11. CON (0.74) 
12. CV 0.28** (0.68) 
13. SPORT 0.24* -0.13 (0.79) 
14. Love -0.07 0.04 0.15 (0.77) 
15. Service -0.09 0.06 0.02 0.73** (0.79) 
16. Information -0.03 0.11 0.08 0.64** 0.73** (0.86) 
17. Status 0.07 0.22* 0.00 0.64** 0.64** 0.58** 
18. CGO(Self) 0.11 0.20* 0.03 0.25** 0.25** 0.27** 
19. CGO(Sup) 0.34** 0.38** 0.09 -0.15 -0.05 -0.03 
20. PC -0.06 -0.03 0.21* 0.27** 0.34** 0.39** 
21. TI 0.02 0.05 -0.04 0.16 0.23* 0.29** 
Table 5.1 (continuous) 
—Variables 17 18 19 20 21 
17. Status (0.82) 
18.CG0(Self) 0.37** (0.56) 
19. CGO(Sup) 0.05 0.22* (0.69) 
20. PC 0.17 0.05 -0.14 
21. TI 0.07 -0.06 -0.07 0.13 (0.64) 
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5.2 Confirmatory Factor Analysis 
Confirmatory factor analysis (CFA) was applied to check the measurement 
error. We ran three separate CPAs for OCB, resources, and career growth 
opportunities. First, five dimensions of OCB were assessed. The overall fit of the five-
factor model was moderate, x^(289) = 520.37, RMSEA = 0.079, NNFI = 0.84，and 
CFI = 0.85. Table 5.2 indicates the factor loading of each dimension. 
The second CFA was used to examine the four-factor model of resources. 
The overall fit of the model was also moderate while RMSEA was not good enough, 
X 2 (269) = 577.33, RMSEA = 0.103, NNFI = 0.92, and CFI = 0.93. Table 5.3 reports 
the results of the factor loading. 
The third CFA was used to test the two-factor model of career growth 
opportunities by self-rating and supervisor rating. The CFA results fit the data quite 
well, (1) 二 1.16, RMSEA = 0.038, NNFI = 0.98, and CFI = 1.00. Table 5.4 shows 
the results of the factor loading. 
Then a CFA for all constructs with the exception of peer competition that 
was a single indicator in the present study was conducted. The ratio of sample size to 
the number of items was less than two, whereas sample size was 110, and the number 
of items was 57. This small ratio would cause the good fit of the model to be very 
unreliable. It is possible that the model fits of OCB and resources were modest mainly 
because of the small sample size that leads the fit to be less preferable (Hu & Bentler, 
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1999). As the interest of this study lies on constructs and dimensions and not on items, 
we combined the items according to the factor loadings of items for five OCB 
dimensions and four resource classes in order to decrease the number of parameters 
estimated in the measurement model. The highest factor loading items were combined 
with the lowest factor loading items by taking their averages until three to five 
aggregate items for each form. That is, items with the highest and with the lowest 
factor loadings were averaged to provide the first new items. Then, the second highest 
and second lowest items were averaged to form the second new composites, and so on. 
Through the combination of items, model fit index can be improved (Landis, Beal & 
Tesluk, 2000). This approach is common in the organizational and OCB research 
when the sample size is not big enough (c.f. Hui et al., 2004; Mathieu & Fair, 1991; 
Mathieu, Hofmann & Farr, 1993). Using this method, five aggregate items for 
information, and three aggregate items for each one dimension were created. After the 
combinations, 35 items were assessed together for all constructs by CFA. Table 5.5 
demonstrates the details of the combination, the coefficient alphas, and the factor 
loadings of combined items. The results of this analysis yielded acceptable fit, % ^ 
(494) = 718.73，RMSEA = 0.065, NNFI = 0.87, and CFI = 0.89. As a result, all 
constructs and items can be applied to test the hypotheses. 
In order to examine whether OCB can be viewed as a five-dimension 
construct in the present study, we also ran a second order model. Table 5.6 presents 
the results. The overall second order model to the data was well fitted with the 
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5.3 Regression Results 
Main effects of OCB 
Tables 5.7, 5.8, 5.9 and 5.10 show the regression results for the main effects 
of OCB on four classes of resources. In contrast to predictions, OCB did not account 
for any significant additional variance in four classes of resources. There was no main 
effect of OCB on resources, and therefore hypothesis 1 was not supported. In other 
words, OCB was not significantly exchanged for predicted resources. 
On the other hand, some control variables had significant impacts on 
resources. First, there were strong firm effects on resources. That is, firms were 
significant predictors to receive resources. The different management styles and work 
environments of these firms may be a potential cause for these effects. The 
authoritarian management style and poorer work environment of the manufacturer 
could lead employees to receive less services, love, status, and information than those 
of the other two firms. Employees only need to follow orders from the management. It 
may not be useful to obtain extra information from other colleagues who also may not 
like to take the risk to express their ideas or opinions to others. The relatively poor 
environment would also depress the willingness of individuals to give and receive 
resources. In contrast, in service industry, the management teams of insurance 
company and sushi restaurants emphasized human resources, interactive 
communications and mutual assistance. Emphasis on human resources leads 
employees to receive more respect. Stress on interactive communications and mutual 
assistance facilitates employees to gain more information and services, respectively. 
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Peer competition and task interdependence also had significant positive 
impacts on all four resources. Peer competition pushes individuals to chase resources 
in order to strengthen their capabilities to compete against others. Task 
interdependence facilitates interactions, thus increasing opportunities to obtain 
exchanged resources. 
Furthermore, Table 5.11 indicates the regression results for the OCB effect 
on career growth opportunities by self-rating. Similar to the results on resources, OCB 
did not account for significant additional variance in the career growth opportunities 
rated by self. In contrast, career growth opportunities by supervisor rating were 
positively related to OCB. Table 5.12 demonstrates that control variables accounted 
for a significant 9 percent of the variance. Additional OCB variable explained an 
additional 12 percent {p < 0.001) of the variance in the career growth opportunities. 
There are two potential reasons for the different results from the supervisor and self-
rating. First, their correlation was only 0.22 which may lead to the validity of the 
problem of supervisor rating. Supervisors may not know the career goals of their 
subordinates as well as the relevance of subordinates' present jobs to their career 
development. Second, common method error may inflate the relationship. As 
resources and career growth opportunities were collected from self-reports, their 
significant correlation could be caused by common method variance (Podsakoff, 
MacKenzie, Lee & Podsakoff，2003; Podsakoff & Organ, 1986). 
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Moderator effect of peer competition and reciprocal interdependence on the 
relationship between OCB and resources 
Tables 5.7，5.8, 5.9 and 5.10 show the results of the moderating effects 
examined by moderated multiple regression that is a preferred statistical method for 
examining moderating effects (Villa, Howell, Dorfman & Daniel, 2003). Counter to 
expectations, all interaction effects were insignificant. The additional interaction 
effects of peer competition and task interdependence explained insignificant variance 
on the relationship between OCB and resources. That is, peer competition and task 
interdependence could not exert significant impacts on this relationship. As a result, 
hypotheses 2 and 3 were not supported. 
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Table 5.7 Results for Moderated Regression Analyses of Love 
Variable Love 
Model 1 Model 2 Model 3 Model 4 
Gender ^ ^OJO ^OlO 
Age 0.06 0.08 0.08 0.08 
Education -0.20 -0.20 -0.16 -0.16 
Income -0.08 -0.16 -0.16 -0.16 
Tenure -0.12 -0.12 -0.17 -0.17 
Firm dummy' -0.29+ -0.34' -0.55** -0.55** 
Firmdummyb -0.32+ -0.34+ -0.56** -0.55** 
OCB 0.16 0.12 0.13 
Peer 0.27** 0.27** 
Competition 
Task 0.33* 0.32* 
Interdependence 
OCB * Peer 0.02 
Competition 
OCB * Task 0.02 
Interdependence 
Adjusted R^ ^ ^ 0 l 4 o H 
F-statistic 0.89 1.05 2.81** 2.30* 
AR2 0.02 0.14 0.00 
A F-statistic ^ 9.18*** 
a: l=Insurance, O=non-insurance b: l=Sushi, O=non-sushi 
Notes: +p < 0.10; * p < 0.05; ** p < 0.01; *** p < 0.001 
Standardized coefficients are reported 
N = 110 
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Table 5.8 Results for Moderated Regression Analyses of Services 
Variable Services 
Model 1 Model 2 Model 3 Model 4 
Gender ^ ^ ^ ^ 
Age 0.17 0.17 0.20+ 0.20+ 
Education -0.21 -0.22 -0.18 -0.18 
Income -0.03 -0.00 0.01 0.00 
Tenure -0.08 -0.07 -0.15 -0.15 
Firm dummy' -0.20 -0.22 -0.43** -0.43** 
Firm dummyg -0.09 -0.10 -0.29 • -0.30 
OCB 0.07 0.02 0.01 
Peer 0.37*** 0.37*** 
Competition 
Task 0.31* 0.31* 
Interdependence 
OCB • Peer 0.01 
Competition 
OCB * Task -0.03 
Interdependence 
Adjusted OjOO ^ ^ 
F-statistic 1.01 0.92 3.77*** 3.09** 
AR2 0.00 0.21 0.00 
A F-statistic 14.19*** 0.07 
a: l=Insurance, 0二non-insurance b: l=Sushi, O=non-sushi 
Notes: +p < 0.10; * p < 0.05; ** p < 0.01; *** p < 0.001 
Standardized coefficients are reported 
N = 1 1 0 
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Table 5.9 Results for Moderated Regression Analyses of Information 
Variable Information 
Model 1 Model 2 Model 3 Model 4 
Gender ^ ^ 
Age -0.13 -0.12 -0.13 -0.13 
Education -0.21 -0.21 -0.13 -0.12 
Income 0.13 0.06 0.04 0.04 
Tenure -0.02 -0.02 -0.08 -0.07 
Firm dummy' -0.21 -0.24 -0.58*** -0.58*** 
Firm dummy'' -0.23 -0.24 -0.62*** • -0.63*** 
OCB 0.12 0.07 0.05 
Peer 0.33*** 0.29** 
Competition 
Task 0.56*** 0.56*** 
Interdependence 
OCB * Peer -0.08 
Competition 
OCB * Task -0.02 
Interdependence 
Adjusted R^ ^ ^ 030 0^9 
F-statistic 0.73 0.78 5.72*** 4.79*** 
AR2 0.01 0.31 0.01 
A F-statistic 24.09*** ^  
a: l=Insurance, O=non-insurance b: l=Sushi, O=non-sushi 
Notes: +p<0.10; * p <0.05; ** p<0.01; *** p < 0.001 
Standardized coefficients are reported 
N = 110 
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Table 5.10 Results for Moderated Regression Analyses of Status 
Variable Status 
Model 1 Model 2 Model 3 Model 4 
Gender Ol3 K u ^ ^ 
Age 0.10 0.10 0.10 0.10 
Education -0.19 -0.19 -0.16 -0.16 
Income 0.42** 0.41** 0.40** 0.41** 
Tenure -0.09 -0.09 -0.13 -0.13 
Firm dummy' -0.30* -0.31* -0.46** -0.46** 
Firmdummyb -0.04 -0.04 -0.20 -0.18 
OCB 0.02 -0.00 0.00 
Peer 0.20* 0.20* 
Competition 
Task 0.24* 0.23+ 
Interdependence 
OCB • Peer -0.00 
Competition 
OCB * Task 0.04 
Interdependence 
Adjusted R^ ^ ^ ^ ^ 
F-statistic 5.18*** 4.50*** 5.12*** 4.21*** 
A R2 0.00 0.08 0.00 
A F-statistic ^ 5.87** 0.12 
a: l=Insurance, O=non-insurance b: l=Sushi, O=non-sushi 
Notes: +p < 0.10; * p < 0.05; * * p < 0.01; *** p < 0.001 
Standardized coefficients are reported 
N = 110 
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Table 5.11 Results for Regression Analyses of Main Effects of OCB on Career 
Growth Opportunities (Self) 
Career Growth Opportunities (Self) 
Model 1 Model 2 
Gender 0.24* 0.24* 
Age 0.01 0.01 
Education -0.05 -0.05 
Income 0.14 0.12 
Tenure -0.11 -0.10 
Firm dummy^ -0.21 -0.22 
Firm dummyb -0.30+ -0.30+ 
OCB 0.03 
Adjusted oTl 
F-statistic 2.93** 2.55* 
A r2 0.00 
A F-statistic ^  
a: l=Insurance, O=non-insurance b: l=Sushi, O=non-sushi 
Notes: +p < 0.10; * p < 0.05; ** p < 0.01; *** p < 0.001 
Standardized coefficients are reported 
N = 1 1 0 
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Table 5.12 Results for Regression Analyses of Main Effects of OCB on Career 
Growth Opportunities (Supervisor) 
Career Growth Opportunities (Supervisor) 
Model 1 Model 2 
Gender o l ^ 
Age -0.09 -0.05 
Education 0.14 0.14 
Income 0.38** 0.17 
Tenure 0.05 0.07 
Firm dummy' 0.02 -0.09 
Firm dummy'' 0.30+ 0.24+ 
OCB 0.38 兩 
Adjusted R^ ^ ^ 
F-statistic 2.59* 4.52*** 
AR2 0.11 
A F-statistic 15.42*** 
a: l=Insurance, O=non-insurance b: l=Sushi, O=non-sushi 
Notes: +p < 0.10; * p < 0.05; ** p < 0.01; *** p < 0.001 
Standardized coefficients are reported 
N = 110 
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Main effects of five OCB dimensions 
As demonstrated above, OCB only had significant effects on supervisor-
rating career growth opportunities. Since OCB acts as a five-dimension construct, 
even though OCB did not have main effects on resources, its sub-dimensions may 
have. Indeed, individuals may perform different levels of the five sub-dimensions 
rather than display all forms of OCB equally (Van Dyne et al., 1994). Different sub-
dimensions of OCB may play different roles as past empirical research has already 
shown that different OCB sub-dimensions function variously at individual levels and 
organizational levels (c.f. MacKenzie et al., 1991; Podsakoff & MacKenzie, 1994; 
Turnipseed & Murkison, 2000). In addition, it is possible that some of OCB 
dimensions may work through one mechanism while others work through another 
(Podsakoff et al., 2000). Based on this, individual dimensions of OCB may have 
differential effects on the resources. For example, it is possible that altruism may be 
related to love more than to status, since a helping act may generate affection based 
on reciprocation, and status may be based more on one's visible accomplishments. On 
the other hand, civic virtue that provides constructive suggestions regarding changes 
may enhance social status of individuals rather than friendships (love). Following the 
works of Tjosvold et al. (2003), Yen and Niehoff (2004), we conducted an additional 
analysis to explore relationships among the five OCB dimensions and four classes of 
resources. 
First, we put all OCB sub-dimensions into a single regression equation to 
examine their relationships with each resource class because this method can control 
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the effects of other OCB sub-dimensions in one model. Tables 5.13, 5.14, 5.15 and 
5.16 indicate the results. All relationships between OCB sub-dimensions and 
resources were insignificant except the relationships between altruism, 
conscientiousness, and information. Although altruism {fi = 0.33, p < 0.05) and 
conscientiousness {P = -0.24, p = 0.05) had significant impacts on information, the 
overall model was not significant, suggesting that the model was not acceptable in 
statistical sense. This insignificant model may be caused by the small sample size 
used. There were seven control variables and five independent variables in one model 
when the sample size was only 110 which would cause a problem of weak statistical 
power or type II error. 
Recent suggestion to maintain reasonable statistical power is to limit the 
number of independent variables in a single regression equation (Villa et al., 2003). 
According to this suggestion, OCB sub-dimensions were put into the regression 
equation one by one. Three significant main effect relationships were found, as shown 
in Tables 5.17, 5.18 and 5.19. Courtesy had marginally significant effects on love 
resource (P = 0.21, p < 0.6). The additional explained variance was 2 percent. 
Moreover, sportsmanship was significantly positively related to love resource {fi = 
0.23, p < 0.5), while additional explained variance was 3 percent. Furthermore, 
altruism was significantly positively associated with information resource (fi = Q.2\,p 
< 0.5), providing two percent additionally explained variance. Same as the problems 
in the above relationships, however, all models were not significant. Hence, the 
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significant relationships cannot be confirmed, and further research with bigger sample 













Table 5.13 Results for Regression Analyses of Main Effects of OCB Sub-
dimensions on Love 
Love 
Model 1 Model 2 
Gender 004 -0.02 
Age 0.06 0.13 
Education -0.20 -0.20 
Income -0.08 -0.13 
Tenure -0.12 -0.19 
Firm dummy' -0.29+ -0.32* 
Firm dummyb * -0.32^ -0.27 





Adjusted ^ ^ 
F-statistic 0.89 1.32 
A R2 0.08 
A F-statistic \ M  
a: l=Insurance, O=non-insurance b: l=Sushi, O=non-sushi 
Notes: +p < 0.10; *p <0.05 
Standardized coefficients are reported 
N = 110 
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Table 5.14 Results for Regression Analyses of Main Effects of Sub-dimensions on 
Services 
Services 
Model 1 Model 2 
Gender ^ ^ ^ 
Age 0.17 0.19 
Education -0.21 -0.23+ • 
Income 0.03 -0.05 
Tenure -0.08 -0.14 
Firm dummy' -0.20 -0.21 
Firm dummy^ -0.09 -0.05 





Adjusted R^ ^ 
F-statistic 1.01 1.05 
A R2 0.05 
A F-statistic j j ^  
a: l=Insurance, O=non-insurance b: l=Sushi, O=non-sushi 
Notes: +p<0.10 
Standardized coefficients are reported 
N = 110 
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Table 5.15 Results for Regression Analyses of Main Effects of Sub-dimensions on 
Information 
Information 
Model 1 Model 2 
Gender 0.08 
Age -0.13 -0.09 
Education -0.21 -0.28* 
Income 0.13 0.15 
Tenure -0.02 -0.05 
Firm dummyg -0.21 -0.30+ 
Firm dummyg -0.23 -0.26 





Adjusted R^ -0.02 
F-statistic 0.73 1.17 
A R2 0.08 
A F-statistic \ J 4  
a: l=Insurance, O=non-insurance b: l=Sushi, O=non-sushi 
Notes: +p<0.10;* <0.05 
Standardized coefficients are reported 
N = 110 
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Table 5.16 Results for Regression Analyses of Main Effects of Sub-dimensions on 
Status 
Status 
Model 1 Model 2 
Gender ^ 012 
Age 0.10 0.12 
Education -0.19 -0.23+ 
Income 0.42** 0.44** 
Tenure -0.09 -0.09 
Firm dummy' -0.30* -0.34* 
Firm dummy'' -0.04 -0.07 





Adjusted R^ 021 ^ 
F-statistic 5.18*** 3.01** 
A R2 0.02 
A F-statistic  
a: l=Insurance, O=non-insurance b: l=Sushi, O=non-sushi 
Notes: +p < 0.10; * p < 0.05; * * p < 0.01; *** p < 0.001 
Standardized coefficients are reported 
N = 110 
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Table 5.17 Results for Regression Analyses of Main Effects of Courtesy on Love 
Love 
Model 1 Model 2 
Gender OM ^ 
Age 0.06 0.05 
Education -0.20 -0.17 
Income -0.08 -0.14 
Tenure -0.12 -0.15 
Firm dummy" -0.29+ -0.29+ 
Firm dummy'' -0.32+ -0.29 
Courtesy 0.21 + 
Adjusted R^ ^ 002 
F-statistic 0.89 1.28 
A R2 0.04 
A F-statistic 3.86+ 
a: l=Insurance, O=non-insurance b: l=Sushi, O=non-sushi 
Notes: +p<0.10 
Standardized coefficients are reported 
N = 110 
142 
Table 5.18 Results for Regression Analyses of Main Effects of Sportsmanship on 
Love 
Love 
Model 1 Model 2 
Gender ^ 
Age 0.06 0.15 
Education -0.20 -0.20 
Income -0.08 -0.15 
Tenure -0.12 -0.15 
Firm dummy' -0.29+ -0.34* 
Firmdummyb -0.32+ -0.31 + 
Sportsmanship 0.23* 
Adjusted R^ 
F-statistic 0.89 1.42 
A R2 0.04 
A F-statistic 4.89* 
a: l=Insurance, O=non-insurance b: l=Sushi, O=non-sushi 
Notes: +p < 0.10; *p <0.05 
Standardized coefficients are reported 
N = 110 
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Table 5.19 Results for Regression Analyses of Main Effects of Altruism on 
Information 
Information 
Model 1 Model 2 
Gender ^ ^ 
Age -0.13 -0.12 
Education -0.21 -0.23+ 
Income 0.13 0.08 
Tenure -0.02 -0.02 
Firm dummy" -0.21 -0.30+ 
Firm dummy^ -0.23 -0.27 
Altruism 0.21* 
Adjusted R^ 002 
F-statistic 0.73 1.21 
A 0.04 
A F-statistic 4.38* 
a: l=Insurance, O=non-insurance b: l=Sushi, O=non-sushi 
Notes: +p<0 .10 ;*p<0 .05 
Standardized coefficients are reported 
N = 110 
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Moderating effects of peer competition and task interdependence on the relationships 
among five OCB dimensions and four resource classes 
I also examined whether peer competition and task interdependence have 
interaction effects on the relationships among five OCB dimensions and four resource 
classes. No addition of the moderating effect by peer competition accounted for 
significant variance in four resource classes, therefore Hypothesis 2 was rejected. 
On the other hand, only one interaction effect by task interdependence 
explained significant variance in the relationship between conscientiousness and love 
resource {fi = -0.17; p < 0.10), as shown in Table 5.20. As the overall R^ was 
significant, this interaction effect deserves attention (Bedeian & Mossholder, 1994). 
Figure 5.1 indicates that in high task interdependence (one S.D. above the mean), 
individuals revealed a negative relationship between conscientiousness and love 
resource. That is, when the completion of works depended on each other, employees 
who worked more hard beyond minimum requirements received less love resource 
than others. Conversely, in low task interdependence (one S.D. below the mean), 
individuals showed a slightly positive association between conscientiousness and love 
resource. When the completion of works did not depend on others, employees who 
worked much harder beyond minimum requirements received slightly more love 
resource than others. The above interaction effect was in contradistinction to 
Hypothesis 3 which was also not supported in this study. In addition, the main effect 
between conscientiousness and love resource was not significant which could lead 
such marginal moderation effect not to be so meaningful. As such, further study is 
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needed to document the impact of task interdependence on the relationship between 
conscientiousness and love resource. 
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Table 5.20 Results for Moderated Regression Analyses on Love 
Variable Love 
Model 1 Model 2 Model 3 Model 4 
Gender OM ^ ^ ^ ^ 
Age 0.06 0.06 0.01 0.01 
Education -0.20 -0.21 -0.14 -0.11 
Income -0.08 -0.04 -0.08 -0.12 
Tenure -0.12 -0.14 -0.14 -0.13 
Firm dummy" -0.29+ -0.28+ -0.48** -0.50** 
Firm dummyg -0.32+ -0.31+ -0.60** -0.65** 
Conscientiousness -0.07 -0.06 -0.06 





Adjusted R^ ^ ^ ^ ^ 009 
F-statistic 0.89 0.82 1.87+ 2.01* 
A R2 0.00 0.08 0.03 
A F-statistic 9.68** 2.93+ 
a: l=Insurance, O=non-insurance b: l=Sushi, O=non-sushi 
Notes: +p<0.10; *p<0.05; **p<0.01 
Standardized coefficients are reported 
N = 110 
147 
Figure 5.1 The Interaction Effect of Task Interdependence on the 
Relationship between Conscientiousness and Love Resource 
The interaction effect of reciprocal 
interdependence between conscientiousness and 
love resource 
8 4.5 n 1 
^ ！ — • ~ Low Reciprocal 
9 4 — ； Interdependence 
Jj 3.5 i • High Reciprocal 
^ Interdependence 





Main Effects of Resources on Career Growth Opportunities 
Table 5.21 indicates the main effects of four classes of resources on career 
growth opportunities based on self-rating in which all four classes were put into a 
single regression model. Counter to hypothesis 4, all resources had insignificant main 
effects on career growth opportunities based on self-rating. As discussed above, these 
insignificant results of hypothesized main effects could be caused by small sample 
size and many independent variables. Hence, each resource class was then put into a 
regression model one by one in order to decrease the number of independent variables 
in the model. This time, the results were consistent with hypothesis 4. All four classes 
of resources had significant effects on career growth opportunities based on self-rating. 
Table 5.22 shows that love (fi = 0.21; p < 0.05), service {fi = 0.23; p < 0.05), 
information {fi = 0.22; p < 0.05), and status {fi = 0.28; p < 0.01) provided positive 
influences on subordinates' career growth opportunities. The additional explained 
variances were from 4 to 6 percent. Based on the above results, we could not conclude 
whether hypothesis 4 was supported, since there were no significant results in a single 
regression model. In addition, the common method error may also provide inflation 
effects on the positive relationships. 
On the other hand, significantly positive impacts of resources did not exist in 
career growth opportunities based on supervisory rating. Table 5.23 shows the results 
of this regression analysis. In contrast to predictions, the four classes of resources did 
not exert significant influences on supervisor-rating career growth opportunities. 
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The input methods of independent variables and the ratings from supervisors 
or subordinates caused the difference in the results. It is difficult to judge which one 
would be the best because of small sample size and the validity issue of career growth 
opportunities. These unconcluded results thus leave interesting questions for future 
research. 
Mediating Effect between OCB and Career Growth Opportunities 
Hypothesis 5 predicts that the classes of resources will act as mediators 
between OCB and career growth opportunities. According to Baron and Kenny's 
(1986) article, four conditions must be held: (1) the predictor must influence the 
mediator in the first equation; (2) the predictor must affect the outcome in the second 
equation; (3) the mediator must have an impact on the outcome in the third equation; 
(4) the predictor has no effect when the mediator is controlled. As no regression 
equations meet the above criteria, there is no direct mediator in the present study. 
Hence, hypothesis 5 was not supported. 
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Table 5.21 Results for Regression Analyses of Main Effects of Resources on 
Career Growth Opportunities (Self) in a Single Regression Model 
Career Growth Opportunities (Self) 
Model 1 Model 2 
Gender 024* 
Age 0.01 -0.01 
Education -0.05 0.02 
Income 0.14 0.05 
Tenure -0.11 -0.08 
Firm dummy' -0.21 -0.13 





Adjusted R^ oTl 0^5 
F-statistic 2.93** 2.75** 
A R2 0.04 
A F-statistic 4.38+ 
a: l=Insurance, O=non-insurance b: 1 =Sushi，0二non-sushi 
Notes:+p< 0.10 • p < 0 . 0 5 **p<0.01 
Standardized coefficients are reported 
N = 110 
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Table 5.22 Results for Main Regression Analyses of Resources on Career Growth 
Opportunities (Self) in Four Different Models 
Variable Career Growth Opportunities (Self) 
Model 1 Model 2 Model 3 Model 4 Model 5 
Gender 024* 0.21* 
Age 0.01 -0.00 -0.03 0.04 -0.02 
Education -0.05 -0.00 0.01 0.00 0.01 
Income 0.14 0.15 0.13 0.11 0.02 
Tenure -0.11 -0.08 -0.09 -0.10 -0.08 
Firm -0.21 -0.15 -0.17 -0.17 -0.13 
dummy^ 
Firm -0.30+ -0.23 -0.28+ -0.25 -0.29+ 
dummyb 
Love 0.21* 
- Service 0.23* 
Information 0.22* 
Status 0.28** 
Adjusted O j l 0 J 5 0 J 6 005 o T z ^ R2 
F-statistic 2.93** 3.32** 3.54** 3.45** 3.69** 
A R2 0.04 0.05 0.05 0.06 
AF- 5.18* 6.64* 6.08* 7.67** 
statistic  
a: l=Insurance, O=non-insurance b: l=Sushi, O=non-sushi 
Notes: +p<0.10; * p<0.05; ** p<0.01 
Standardized coefficients are reported 
N = 110 
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Table 5.23 Results for Main Regression Analyses on Career Growth 
Opportunities (Supervisor) in Four Different Models 
Variable Career Growth Opportunities (Supervisor) 
Model 1 Model 2 Model 3 Model 4 Model 5 
Gender o l s K\4 0 4 Kis 
Age -0.09 -0.08 -0.08 -0.10 -0.08 
Education 0.14 0.12 0.13 0.13 0.12 
Income 0.38** 0.37** 0.38** 0.38** 0.43** 
Tenure 0.05 0.03 0.04 0.05 0.04 
Firm Q.02 -0.02 0.01 0.01 -0.02 
dummya 






Adjusted OlO ^ ^ O ^ R2 
F-statistic 2.59* 2.57* 2.31* 2.30* 2.48* 
A R 2 0.02 0.00 0.00 0.01 
AF- 2.21 0.42 0.37 1.61 
statistic  
a: l=Insurance, O=non-insurance b: l=Sushi, O=non-sushi 
Notes: +p<0.10; * p<0.05; ** p<0.01 
Standardized coefficients are reported 
N = 110 
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Chapter Six: Discussion 
The present study has examined the relationship between OCB and career 
growth opportunities through resource theory. It is interesting and important to know 
what kinds of resources OCB can be exchanged for, to consequently provide positive 
impacts on individual career development. 
6.1 Effects of OCB on Resources 
There was no evidence to confirm hypothesis 1 of whether OCB has 
significant impacts on exchanged resources. In addition, there were no significant 
effects of OCB sub-dimensions on resources in the single regression model. Two 
potential reasons could explain these insignificant results. First, the total number of 
respondents was not high enough to provide reasonable statistical power to support 
this hypothesis, especially when the number of independent variables is high (Villa et 
al., 2003). Second, the three companies may not be ideal locations for social exchange. 
The work environments and atmospheres could retard the exchange of OCB for other 
resources. The authoritarian management style and the relatively poor work 
environment of the manufacturer might have depressed social exchanges among 
employees. As for the insurance company, employees who spend most of their office 
hours outside their offices to contact their clients face by face could relatively pay less 
attention to their colleagues, providing depressive effects on social exchange. In 
addition, the employees of the sushi restaurant worked in shifts. Their work hours 
were flexible which were mainly depended by the demand of customers and the 
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employee turnover of certain shift. These unstable work hours could reduce social 
exchange opportunities with other colleagues. 
Only when each OCB sub-dimensions were put into the model one by one did 
the results support direct associations between OCB sub-dimensions and some classes 
of resources. Performing courtesy and sportsmanship led to the resource of love, 
while engaging in altruism tended to obtain information resources. Courtesy refers to 
discretionary behaviors that help someone prevent a problem from happening. 
Employees who display courtesy maintain the belief that it is important to avoid 
causing problems for colleagues. As courtesy is directed toward individuals, 
colleagues perceive the care and warmth from courtesy performers. The colleagues, in 
turn, appreciate this kind of behaviors, and are likely to build up friendships with 
courtesy performers. 
Sportsmanship shows the willingness to carry on without complaints given 
less than ideal circumstances. Employees who engage in high levels of sportsmanship 
avoid arguing and complaining about trivial matters, and finding fault in others, which 
promotes a peaceful work environment to coworkers. Moreover, sportsmanship helps 
supervisors and coworkers to save time, and therefore to concentrate on their work. 
This behavior gives a signal to others that sportsmanship performers are easygoing, 
and therefore colleagues are willing to establish a close relationship with them. 
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Altruism refers to discretionary behaviors helping colleagues or outsiders, 
such as customers and suppliers, with relevant task or problem related to the 
organization. Helping others may be framed as a good opportunity for knowledge and 
expertise advancement. That is, helping is a desirable opportunity to leam how to 
handle problems that may be encountered in the future. In the process of problem 
solving, altruism performers have interactions with the beneficiary, and obtain 
information and experience through helping. This result is consistent with the past 
research findings that helpers always gain expertise development through the process 
of helping others (Perlow & Weeks, 2002). 
Not all five OCB dimensions exhibited significantly positive impacts on 
resources. Civic virtue, a sense of involvement in the policies being adopted, was not 
significantly related to any kind of resources. My explanation is that performing civic 
virtue cannot provide great benefits to organizations and individuals in the present 
study. When colleagues perceive civic virtue as an unimportant behavior to them, they 
may tend to ignore civic virtue, and not reciprocate any resources in line with this. In 
fact, past research has pointed out that the importance of civic virtue is relatively not 
high, such that civic virtue had no significant effects on the quantity and quality of 
work group performance, while helping behaviors had (Podsakoff et al., 1997). Hence, 
it is reasonable to believe that civic virtue does not have as many impacts as courtesy, 
altruism, and sportsmanship. 
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Conscientiousness also could not predict any classes of resources. The main 
reason for this could be because conscientiousness is directed towards an organization 
(Ladd & Henry, 2000). Employees are likely to act in ways to benefit individuals 
through helping but to benefit organization through conscientiousness (Ehrhart, 2004). 
Hence, the relationship between organization performance (average profit and 
perceived reliability of service) and conscientiousness is stronger than the 
relationships between organization performance and other OCB sub-dimensions (Yen 
& Niehoff, 2004). Relatively, individuals cannot gain as many benefits as 
organizations can from conscientiousness. As resources measured in this study were 
mainly from colleagues and not from organizations, conscientiousness could not show 
significant positive relationships with any resource classes. 
Two forms of resources, service and status were not predicted by any OCB 
sub-dimensions. Categorized in the service class, OCB was speculated to be 
exchanged for service with the highest frequency. In contrast, results showed that no 
OCB dimensions were significantly related to service resource. This imbalanced 
exchange existed may be because the exchanged resources were restricted by work 
environment. OCB receivers had difficulty to reciprocate helping behaviors or other 
services because of the lack of ability (Morrison, 1997). Helping behaviors need 
knowledge and time. Since working in Hong Kong is knowledge demanding and puts 
one always under high stress, colleagues may not have advanced knowledge and spare 
time to reciprocate service resource. Instead, love resource is more symbolic than 
service resource. Moreover, love resource requires lesser amount of time, energy, and 
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knowledge than service resource, thereby leading love resource to be more available 
than service resource. Moreover, as mentioned earlier, OCB is considered as filling a 
range in the order between service and love. The relationship between OCB givers 
and receivers might modify OCB positions in the range. If this relationship is close, 
OCB will be more likely viewed as a love resource rather than a service one. Thus, it 
is reasonable to predict that love resource is reciprocated at the highest frequency. 
Status resource was also not significantly related to OCB. In other words, 
displaying OCB cannot win status resource. My conjecture is that the present scale 
only measured the formal status but not social status in the organizations. Therefore, 
income and organizational positions influenced overwhelmingly the perception of 
individual status. For example, income as a control variance accounted for significant 
variance in status resource {p = 0.41; p < 0.05). Thus, individuals who get high 
salaries or positions would be more likely to get the formal status resource than those 
who emphasize extra-role performance. Further scale to measure social status is 
needed. 
6.2 Interaction Effects of Peer Competition and Task Interdependence on the 
Relationship between OCB and Resources 
Peer competition and task interdependence could not show any interaction 
effects on the relationships between OCB and resources. These insignificant 
associations might be caused by imperfect measurements. The scale of peer 
competition was created twenty years ago, thus it may not be suitable to be applied in 
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contemporary organizations. Zou's (2004) thesis measured competitive unit climate at 
unit levels, which seems more suitable to gauge the tense and competition among 
colleagues. Her measurements, however, were not used in this study because her work 
has not been published yet, and the minimum number of units for conducting unit 
level analysis is 30. 
The measurement of task interdependence was also not perfect. The scale of 
task interdependence is composed of five items. When the employees of the sushi 
restaurant had difficulty to perceive all five items as task interdependence construct, 
the last three items were dropped. This incomplete scale might cause problems, 
especially when the reliabilities of task interdependence measured by five-item scale 
were over 0.60 in the other two organizations, which implied that the employees of 
the manufacturer and insurance company viewed all five items as an entire construct. 
In this study, as all data were gathered together for analysis, the last three items of 
task interdependence for the manufacturer and insurance company were also omitted. 
Hence, the scale may not be able to capture all characteristics of task interdependence, 
potentially causing the relationships to be insignificant. 
6.3 Interaction Effects of Task Interdependence on the Relationship between 
Conscientiousness and Love Resource 
An interesting finding is the moderating effect of task interdependence on the 
relationship between conscientiousness and love resource. Conscientiousness refers to 
manifesting role behaviors well beyond the minimum required levels without any 
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specific target. Past research found evidence of positive relationships between 
conscientiousness and individual or organizational performance. At group levels, 
when employees exhibit conscientiousness, their customers receive better service 
quality (Niles-Jolly, 2003). At individual levels, conscientiousness contributes to high 
salary and promotions (O'Reilly, 1994). Traditional wisdom also suggests us to work 
hard in order to gain good returns. The positive relationship between 
conscientiousness and love resource in this study, however, was moderated by task 
characteristics. When employees worked conscientiously in highly interdependent 
task environment, surprisingly, they received less love resource. That is, colleagues 
did not express positive emotional feelings to the conscientious action. This finding is 
interesting because past research has emphasized the positive features of OCB but 
ignored the negative outcomes. As such, OCB may show negative aspects to 
employees (Bolino, Tumley & Niehoff, 2004; Bolino & Tumley, 2005). In the present 
study, conscientiousness in the highly tasked interdependent environment led 
individuals to receive fewer love resources, which confirms the principle of 
contingency theory that there is no one rule of best form across situations at all times. 
Specifically, context variables may potentially modify the conventional relationship. 
There are two reasons for this moderating effect. First, outstanding workers 
are not appreciated. In the highly interdependent task, managers put emphasis on 
teamwork that requires all employees to contribute themselves, and to gain rewards 
equally. Unnecessary conscientiousness may be labeled as ingratiatory (Eastman, 
1994). Such 'outstanding' good citizens may disrupt the balance, and push others to 
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work harder. Hence, colleagues are less likely to show friendships to 
conscientiousness performers. Second, conscientiousness directs toward the 
organization in general than toward individuals (Ehrhart, 2004; Ladd & Henry，2000). 
Conscientiousness performers focus on the need of the organization but overlook that 
of their colleagues may be because they might like to work but do not like to 
communicate with others. When they cannot contribute themselves to both 
organizations and individuals on balance, they pay the price of obtaining fewer 
emotional resources which retard the development of friendship. 
6.4 Effects of Resources 
The study findings indicate that individuals scoring higher in four classes of 
resources were more likely to gain career growth opportunities, which is consistent 
with Hypothesis 4. All particularistic and symbolic resources appear to have positive 
associations with career growth opportunities. Love (friendship) helps individuals 
obtain access to embedded resources in the organizational network. Status engenders 
positive impacts on organization agents who are likely to listen to high status 
members. Information facilitates individuals to learn from past experience, to create 
innovative ideas, and to increase ability to adapt to environmental changes. Finally, 
service resource provides assurance of further assistance from others, which keep a 
stability of individual performance. 
6.5 Different Perceptions of Career Growth Opportunities 
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Career growth opportunities were assessed by two sources一supervisors and 
subordinates to explore whether different individuals have inconsistent evaluations of 
career success or failure (Hall, 1976). The overlap of career growth opportunities 
based on supervisor rating and self-rating was very small (r = 0.21, p < 0.05). This 
low correlation may state that the perceptions of career growth opportunities by the 
two sources were not completely the same. Prior articles have already mentioned that 
only a moderate correlation between self-supervisor ratings (p = 0.35) were obtained 
in an organizational research (Harris & Schaubroeck, 1988). The current correlation 
between supervisor- and self-ratings, however, was much lower than its average in 
the past research. These inconsistent perceptions could lead managers to 
misunderstand attitudes and behaviors of their subordinates. Career literature thus 
needs further research to see how and why the self-supervisor ratings are so different 
on career growth opportunities. After getting substantial evidence, researchers can 
give implications to managers regarding understanding their subordinates' career 
perceptions, and assisting their subordinates to manage their career. 
6.6 Effects of OCB on Career Growth Opportunities 
OCB had positive influence on supervisor-rating career growth opportunities. 
Consistent with past research findings, OCB was found to provide positive influence 
on supervisor perceptions. The present study extends the supervisor perception to 
individual career advancement that good organizational citizens can obtain brighter 
career growth in the organization. This significant relationship, however, might be 
caused by common method error because both measurements were from supervisors. 
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Although the perception of career growth opportunities was also self evaluated, there 
was no significant association between OCB and career growth opportunities based 
on self-rating. This insignificant result leads the relationship between OCB and career 
growth opportunities to be inconclusive. 
On the other hand, the significant relationship between OCB and career 
growth opportunities based on self-rating was not mediated by resources, which could 
be caused by small sample size or imperfect scales. The current measurement items of 
resources were modified from items of the past resource theory studies. The 
measurement may be an issue as previous researchers pointed out that lack of well-
established measurement of resources retarded the application of resource theory 
(Morais, 2000). This measurement issue could have existed in the present study. 
Although the items were examined and back-translated by Chinese scholars and 
graduates, the CFA index of resource scales, as shown earlier, were only moderate. In 
addition, the items were highly directed towards colleagues but not towards 
organizations. Employees can also obtain resources from organizations through OCB 
performance. The over-emphasis on colleagues may also be a potential issue to 
consider. Certainly, further scales of resources towards both colleagues and 
organizations are needed. 
6.7 Theoretical Contributions 
The theoretical contributions of this article are fourfold. First, I attempt to 
apply a remarkable framework of resource theory to find out what kinds of resources 
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OCB can be exchanged for. This approach is different from past social exchange 
research on OCB that emphasized fairness, trust, leader-member exchange, perceived 
organizational support, and psychological contract. Resource theory has been applied 
in the contexts of family, service industry, workplace, and so on. The application of 
resource theory on OCB outcomes in the present study provides initial findings in 
which some OCB dimensions accounted for significant variances in resources. 
Although the additional explained variances were only between 2 and 3 percent, it is 
necessary to pay attention to these values because statistically, these values were 
significantly above zero, and increased substantially the cumulative degree (Cohen, 
1977). Resource approach could be one of the promising ways to explore OCB effects. 
Another theoretical contribution is the extension of OCB outcomes to 
individual career. Little of past research explored OCB outcomes related to career. 
Even though there is some, obviously the results lack theory to support. The current 
study tries to apply a fruitful resource theory to examine how OCB performers can 
outperform in their career developments. As OCB is highly related to social exchange 
theories, this study may just be the start. Further OCB research is needed to explore 
other social exchange frameworks for the relationship between OCB and career. 
Third, this thesis uses contingency theory to explain how peer competition and 
task interdependence moderate the relationship between OCB and its consequences in 
order to echo the call of past researchers that context variables are very important to 
OCB literature. Contingency theory emphasizes that there is no one rule of best form 
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of management. This theory is also applicable to individual career management. 
Displaying OCB may bring dark side effects on individuals. Although conventional 
wisdom advises us to work hard, at least in highly interdependent task, 
conscientiousness may cause the loss of love resource. This study provides additional 
support for the importance of context variables in OCB research. Subsequent 
researchers should pay attention to other context variables that may potentially affect 
the general relationship between OCB and its outcomes. 
Finally, resource-based theory is also applied to explain how love, status, 
service, and information resources contribute to the individual competitive advantage. 
When the resource is valuable, rare, imperfectly imitable, and imperfectly 
substitutable, individuals can apply this resource to benefit themselves. The present 
study is the beginning of the development of resource-based theory framed into the 
organizational behavior research. Although the present findings supported the 
positive association between resources and career, this association only existed in 
self-rating but not in supervisor rating. Perhaps, social capital theory may help us to 
explain the instability of the findings. Social capital has two main components: (1) 
investment, and (2) instrumental or expressive actions (Lin, 2001). This study only 
focuses on the former, how a person invests OCB to exchange for resources but 
ignores the latter that emphasizes how to access and use the resources. Thus, further 
study can try to integrate OCB and social capital theory frameworks by exploring 
how instrumental and expressive actions affect individual career growth. In fact, it is 
not a new idea to apply OCB into social capital theory framework (Bolino et al., 2002) 
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but to our knowledge, no empirical examination has been conducted regarding it. 
Further empirical research on the integration of resource-based theory, social capital 
theory, and OCB is thus needed. 
6.8 Practical Implications 
From the viewpoint of individuals, performing OCB sub-dimensions can be 
exchanged for some kinds of resources that are related to career growth opportunities, 
therefore individuals should also heed extra-role behaviors. Moreover, not all OCB 
dimensions function equally. Different dimensions of OCB would provide different 
effects on individual performance (Skarlicki & Latham, 1995). Courtesy and 
sportsmanship can be exchanged for love resource, while altruism for information 
resource. Conscientiousness and civic virtue seem not to be significantly related to 
any exchanged resources. Specifically, conscientiousness is negatively associated 
with love resource in task interdependence. When employees concentrate on their 
works, it is possible for them to ignore others or to feel the inadequacy of time to 
build up friendships. If their jobs require networking and co-operation, those 
employees who stick with working hard will pay the price for not building good 
relationships with others. It is necessary for individuals to identify what kinds of 
resources they prefer, and then to act accordingly to it. The present study provides a 
basic guideline for individuals. 
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On the other hand, managers can identify good citizens, and assign important 
jobs to develop their high-level skills. As those good citizens have higher potential to 
achieve career advancement, they are likely to cope with senior tasks. 
6.9 Limitations 
There are six limitations about the data collection and design. The first 
limitation is that all data were collected in Hong Kong. Therefore, results may not be 
generalized into other locations. Specifically, all respondents were Chinese who are 
supposed to have high levels of collectivism and traditionalism which may potentially 
influence the perceptions of in-role and extra-role. Employees who hold high 
collectivistic or traditional value have larger job in-role (Lam et al., 1999), and are 
more likely to perform OCB regardless of the kind of treatment they receive from 
their organizations and supervisors (Farh et al., 1997; Hackett et al., 2003; Hui et al., 
2004; Moorman & Blakely，1995). When more people show OCB, the value of OCB 
will relatively be lower, thereby depressing received resources. Hence, it could be 
possible that the insignificant relationships between OCB and exchanged resource 
become significant in other Western nations where individuals show lower 
collectivistic and traditional values, and demonstrate fewer extra-role behaviors. 
Another issue is the small sample size of matching dyads totaling to 110， 
which could be a potential reason for the moderate index in the CPAs, and some 
insignificant relationships in the regression models. This small sample size also 
increased the variance of correlations among constructs and dimensions. Ideally, at 
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least 200 respondents in each organization are needed to maintain reasonable 
statistical power if further cross-industrial research is conducted. 
The third issue is the combination of data from different organizations. Two 
dummy variables were created and controlled. There are two concerns for this method. 
First, organizational effects on some dependent variables were very strong. 
Employees from different organizations could have different perceptions in some 
constructs and dimensions because of job settings and work designs. The lower 
reliability of task interdependence in the�sushi restaurant than the reliabilities in other 
two organizations may imply that the perceptions of other constructs in the three 
organizations could be different. These organizational effects may also exist in the 
independent variables. In the present study, however, the independent variables were 
assumed to be perceived as the same by employees from all three organizations. This 
assumption could be incorrect and influence the findings. In addition, because of the 
low reliabilities in some organizations, some items were dropped as they could cause 
the concern that the remaining items may not capture the whole meanings of 
constructs. The above two concerns can be wiped out if sample size of each 
organization is big enough to offer high reliabilities, and to show measurement 
equivalence for a cross-industrial study. 
The fourth limitation is the source of responses. With the exception of career 
growth opportunities, all constructs were measured by one source. To confirm the 
face validity, a better method is to get all constructs judged by at least two sources. 
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Although OCB was always rated by supervisors, self-rating would help us have a 
more comprehensive picture. Recent study has pointed out that OCB should be self 
rated and not rated by the supervisor because self-rating is the most consistent with 
theoretical expectations (Vandenberg, Lance & Taylor, 2005). Another issue is the 
rating of exchanged resources. Resources can be obtained from different sources such 
as organizations, supervisors, peers, and subordinates. However, self-rating may not 
be the best method, even though most researchers used self-rating to judge 
respondents' resources in the past. Ratings from supervisors, peers, and subordinates 
would be fitted with the theoretical perspectives. Further study is thus needed to 
address rating issues. 
The fifth limitation is common method bias. Even though I tried to avoid this 
error through two-source respondents, all significant relationships existed only in one 
source. These significant relationships could be caused by common method variance. 
The final limitation is that this study is cross-sectional. Therefore, some causal 
relationships could be reversed. For example, when employees perceive they gain 
higher levels of career growth opportunities in the organization, they may manifest 
OCB at higher frequency in order to show their organizational commitment. As a 
result, a further longitudinal study is needed. 
6.10 Conclusion 
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Early research has demonstrated the positive relationship between OCB and 
important outcome variables, such as individual, unit, group, and organizational 
performance. Little is known, however, on how OCB may benefit the performer 
himself/herself. 
This study aims at providing a mechanism to evaluate what OCB can bring to 
individuals, and to explore the OCB-career link that has surprisingly been ignored by 
past researchers. The findings support the relationship between OCB and career 
growth opportunities, and the relationships between some OCB sub-dimensions and 
resource classes. Task interdependence reverses the positive relationship between 
conscientiousness and love resource into negative, while peer competition could not 
provide any moderation effects. 
The present research is an integration of resource theory, contingency theory, 
and resource-based theory on OCB framework. I indicate that resource theory can be 
applied to examine the process of OCB influences on career growth opportunities. 
Contingency theory explains how moderating effects can ultimately influence the 
conventional relationship. Resource-based theory helps us to identify which kinds of 
resources exert great power to achieve individual career advancement. 
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W 有時候/間中 nn 
很少 時常 
1 I 2 I 3 I 4 I 5 
I.你的同事願意向你表達他們的觀點。（Information) 1 2 3 4 5 
耀：你的同事願意忙你的工作。（Service) 1 2 3 4 5 
3.你的同事向你打招呼，例如說“早安”。（Love) 1 2 3 4 5 
4.你的同事樂意和你討論敏感的事情或問題。（Information) 1 2 3 4 5 
5:11需要時’你同事樂意幫助你。（Service) . 1 2 3 4 5 
6.你個人的工作成就受到賞識。（Status) 1 2 3 4 5 
7.你的同事給予你工作上的意見。（Information) 1 2 3 4 5 
8.當你需要時’你能夠得到幫助。（Service) 1 2 3 4 5 
9.你感受到親密的關係和歸屬感。(Love) 1 2 3 4 5 
10.你的同事告訴你他們工作上的新進展。(Information) 1 2 3 4 5 
II.你的if事爲你做差事。（Service) 1 2 3 4 5 
12.你受到尊重�(Status) 1 2 3 4 5 
13.你的同事樂意和你自由討論不同的題目。（Information) 1 2 3 4 5 
14.你的同事對你態度友善。(Love) 1 2 3 4 5 
15.你個人的工作成功受到認同。（Status) . 1 2 3 4 5 
16.你的同事提醒你工作上需要注意的地方。（Information) 1 2 3 4 5 
TniF同事關注你的工作是否需要協助。（Service) 1 2 3 4 5 
18.你工作的獨特方式受到賞識。（Status) 1 2 3 4 5 
19.縱使你同事的觀點和你不同’他們也願意告訴你。（Information) 1 2 3 4 5 
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20. fi^T感受到關 i /�（Love) 1 2 3 4 5 
'21. 認爲你是重要的MT�(Status) 1 2 3 4 5 
22.你的同事樂慧和你討1#問題不同的解決方法°(111!01皿�丨011) 1 2 3 4 5 
"iTii份使用你同事的幫助。IService) 1 2 3 4 5 
激24 "？尔的,事對你親切。(Love) 1 2 3 4 5 
25.你同事給予你預防問題的辦法。（Information) 1 2 3 4 5 
請參照以下的尺度，在下面的每一問題旁邊圈起你認爲能最準確地反映你日常工作情 
況的數字。 .. 
非常不同意 中立-不同 非常同意 
不同意 意，也不反對 同意 1 2 3 4 5 
1.在機構內，你的人際關係比知識更重要。 1 2 3 4 5 
2.我很清楚同事是否滿意我的工作。 1 2 3 4 5 
3.我和其他人作得。（Reciprocate Interdependence) 1 2 3 4 5 
4.現在的工作將會使我達成事業的目標。(Career Growth Opportunities) 1 2 3 4 5 
5.當你和你的僱主打交道時，完全誠實對自己沒有好處。 1 2 3 4 5 
6我的同事很了解我工作上的問題及需要。 1 2 3 4 5 
7我必須經常和其他人配合我們的工作。（Reciprocate Interdependence) 1 2 3 4 5 
8.現在的工作關乎我的職業生涯發展。(Career Growth Opportunities) 1 2 3 4 5 
l ^ g功的關鍵是你認識不是你所具備的知識。 1 2 3 4 5 
lOnfe覺得同事很清楚我的工作潛力。 1 2 3 4 5 
11.我的表現依賴於接受別人準確的資料。（Reciprocate Interdependence) 1 2 3 4 5 
12.除非對我有幫助，從來不會告訴任何人做某些事情真正的理由。 1 2 3 4 5 
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13.大部份的同事嘗試在指派的工作目標上做得比其他人更好。（Peer 1 2 3 4 5 
Competition) 
『14.,當你和你的僱主打交道時，你應該坦率誠實。 1 2 3 4 5 
I ‘ _ ^ _ 
事會運 1*1們的職權iii解決工作上的難題。 1 2 3 4 5 
16.,我的工作表現對其他人有重要的影響。(ReciprocateInterdependence) 1 2 3 4 5 
.....偷-iSijy.… - - . . . 
17.我滿意自己已有的職業成就。 1 2 3 4 5 
18.奉承重要的人是明智的。 1 2 3 4 5 
-• .. .••. • •• . . . . • 
19.當你和你的上司打交道時，你不能夠完全誠實。 1 2 3 4 5 
20.我的同事會犧牲自己的利益來幫助我擺脫困境。 ‘ 1 2 3 4 5 
21.我的工作經常@我去請教別人。（Reciprocate Interdependence) 1 2 3 4 5 
22.政府特首等於是大家長，一切香港的事都應聽從他的決定。 1 2 3 4 5 
23.爲了達成個別的工作目標，我的同僚和我都充滿競爭氣氛。我們全部 1 2 3 4 5 
都想在達成目標方面，做得比別人更好。（Peer Competition) 
24.在機構內，自己的職業方向不應和別人討論。 1 2 3 4 5 
25.我很fii我的同fYil他們不在場，我仍會維護和解釋他們所作出 1 2 3 4 5 
的決策。 
26.我滿意自己在職業目標上已取得的進展。 1 2 3 4 5 
要避免發生錯誤，最好的辦法是聽長輩的話。 1 2 3 4 5 
28.如果不走捷徑，很難才可以處於領先地位。 1 2 3 4 5 
29.藉1主忠心得不到回報。 . 1 2 3 4 5 
30.我和我同事的工作關係好，工作順利。 1 2 3 4 5 
31.我滿iISi薪酬目標上已取得的進展。 1 2 3 4 5 
32.女人婚前接受父親管教，出嫁後則應順從丈夫。 1 2 3 4 5 
33.處理人際關係的最好方法是說對方想聽的話。 1 2 3 4 5 
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,34.我滿意自己在爭取晉并機會上已取得的進展。 1 2 3 4 5 
'丨 v< ；. 
ik我和我僱主的目標將不^可能會相容。 1 2 3 4 5 
36.如果因事爭執不卞T爾請輩檢嵩的人主持公道。 1 2 3 4 5 
信 任 任 何 X f e 自 找 1 2 3 4 5 
；.38/我滿意自己在 新技能的方面已取得的進展。 1 2 3 4 5 
39.'交g所敬愛的，子女也應敬愛。 1 2 3 4 5 
40.我覺得盡力去做是至關重要的，即使是一份很平凡的工作° 1 2 3 4 5 
41.我很享受我的工作。 1 2 3 4 5 
42.若部門共事的人願意承擔比下限要求多的工作，部門主管會高度重 1 2 3 4 5 
視。 
43.我在自己的工作中可以得到滿足。 1 2 3 4 5 
44.若部門共事的人自發協助其他人組織有關工作，部門主管會高度重 1 2 3 4 5 
視。 
45.我時常對工作充滿熱誠。 1 2 3 4 5 
46.如果工作做得好’自己就會擁有一種滿足感。 1 2 3 4 5 
4 7 .若部門共 f 關心i構的前途與發展，部門主管會高度重視。 1 2 3 4 5 
48.我對我的工作感到滿意。 1 2 3 4 5 
49.我覺得自己在工作上的進步可以使自己滿足’盡管我成績一時還趕不 1 2 3 4 5 
上其他人。 
"10.若部門共#的人並非經常爲瑣事投訴，部門主管會高度重視。 1 2 3 4 5 
51.我喜歡刻苦地SF�- 1 2 3 4 5 
51若部門共事的人在工作上爲他人著想，部門主管會高度重視。 1 2 3 4 5 
53.改善自己過去的不足，、以使我感到高興。 1 2 3 4 5 
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請回答以下關於你自己的問題。你的回答有助於我們理解你給予這問卷其他問題的答 
蒸 0 ” " ’ 、’ ‘ 
《 > 入 們 ， 二 “ 
1.你的性別是： [ ]女 [ ]男 
2.你的年齢是：[]20歲以下[] 20-25歲 []26-30歲 
[]31-35 歲 [ ] 36-40 歲 []40 歲以上 
3.你的婚姻狀況:[]未婚 []已婚 []離婚 []喪偶 
4.你的教育程度： 
[]未受正式教育 []小學 []中學 []大專 
[]大學學位 []碩士或以上 []其他(請指明) 
5.你現在的職位。 
[]文員 []經理 []主管 
[]前線人員 []其他(請指明) 
6.你現在每個月的平均總收入（包括花紅和獎金）是多少？ 
[]$10,000 以下 []$10,000 至 14,999 [ ] $15,000 至 19,999 
[]$20,000 至 29,999 [ ] $30,000 至 39，999 []超過$40,000 
7.你有多少年全職工作的經驗 ? 年 月 
8.你在公司任職的年期 ？ 年 月 
9.你成爲你現在上司的下屬多久 ? 年 月 
問卷結束一謝謝你！ 
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f t 參照以下的尺度在起你認爲能最準確地反映此員工的工作 
；丨青況的數勢二 ^ ‘ 
；:A ’-
：：•非常不同意，‘‘。〜:“ 中立-不同 非常同意 
々丨—一\"、‘ 同意 意，也不反對 、同意 
^ b J< L 1 ‘ 、 X 、’’气、效、、“Z _ J 畔 J 
I.考慮到他/她的行動對別人的影響�(Courtesy) 1 2 3 4 5 
i雖然明、知不是工作的：7部份，但仍花時間幫助新員工適應。(Altruism) 1 2 3 4 5 
3.是我其中一個最踏實的員工° (Conscientiousness) 1 2 3 4 5 
4. “跟上”部門/公司的發展。(Civic Virtue) 1 2 3 4 5 
5.嘗試避免爲同事製造麻煩。（Courtesy) 1 2 3 4 5 
6.常常準禱爲身邊需要幫忙的人伸出援手。（Altmism) 1 2 3 4 5 
7.相信一分耕耘，一分收穫 ° (Conscientiousness) 1 2 3 4 5 
8.浪費很t®閱i人投訴些無關痛癢的事情。（Sportsmanship) 1 2 3 4 5 
9.參與一些被鼓勵參加但非必要的訓練濱訊課程。（例如急救，紅十字 1 2 3 4 5 
會，CPR，安全資訊，有關公司新增福利的資訊講座等等。）(Civic Virtue) 
10.回覆未能及時應聽的電話’和盡快回應所有索取資料的請求。 1 2 3 4 5 
‘(Courtesy) 专 
II.樂意花時間幫助同事解決工作上的問題。（Altruism) 1 2 3 4 5 
12.從碰歷崖睡•老gfE飯或每時休息。（Conscientiousness) 1 2 3 4 5 
13.常常不滿公司所做的事。（Sportsmanship) 1 2 3 4 5 
JKlft參與菩,讼司的會鮮，((：细(：¥1代1160 . 1 2 3 4 5 
15.在採取一些影響其他人的行動之前會先與同事接觸和溝通。（Courtesy) 1 2 3 4 5 
16.幫助減哩他人工作靖° • m i s m ) 1 2 3 4 5 
17.比起其他員工，很少在工作時間內休息停頓。（Conscientiousness) 1 2 3 4 5 
18.是個常常出口卷言®么。(Sportsmanship) 1 2 3 4 5 
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19.對於部門/公司內的改變提出有建設性的建議。(Oic Virtue) 1 2 3 4 5 
20.採取方法以纖免與筒攀發生沖突。(Courtesy) 1 2 3 4 5 
21.願意替代因病或私事請假的同事工作。（Altruism) 1 2 3 4 5 
,22r爲了完成工作，不計較提早上班或醒下班。（Conscientiousness) 1 2 3 4 5 
23.常常將工作上的問題誇大。（Sportsmanship) 1 2 3 4 5 
24.願意ff箸司不贊同的危險亦要提出他/她覺得對公司有利的意見。1 2 3 4 5 
(Civic Virtue) 
25.尊重別人享用公共設施的權利。（包括數據處理及複製設施、工具、機1 2 3 4 5 
器、資料、文書處理等等）。（Courtesy) 
: J 6 . 常 f itltig•擴況壤的一面。（Sportsmanship) ‘ 1 2 3 4 5 
27.主動幫助上司工作。 1 2 3 4 5 
28.他/施爾连西：！：作將會使他/她達成事業的目標。（Career Growth 1 2 3 4 5 
Opportunities) 
29.花時間去玲聽同事的問題和憂慮。 1 2 3 4 5 
1 J0墨圭熊工作，會預先通知。 1 2 3 4 5 
31•關心其他員工。 1 2 3 4 5 
3 2 .花__交談個人電話。 1 2 3 4 5 
33.向同事傳遞信息。 1 2 3 4 5 
34?遵守非正式的姨定使公司井井有條。 1 2 3 4 5 
35.他/她現在的工作關乎他/她的職業生涯發展。（Career Growth .1 2 3 4 5 
Opportunities) 
36.他/她很容易設身處地爲他人著想。 1 2 3 4 5 
37.他/她給予其他員工很好的工作知識或技術建議。 1 2 3 4 5 
38. fk/她敏ilil察覺ill怎樣才可以被其他人接受。 1 2 3 4 5 
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'39.他/她使其他員:i；感声到自己的價値。 1 2 3 4 5 
40.在社交場合，他/她常常清楚應說什麼和做什麼。 1 2 3 4 5 
41.他她樂意分：享他/她的豐富經驗或/和訓練。 1 2 3 4 5 
•發:ii疼旗知..:..趕…… ... ： “ ‘：' ‘ ... 
ii^ spiftfe^ ^^  絶：攀. 
42. liT/i也善長理解別人背後两動機。 耀 1 2 3 4 5 
:f43r拖7%使其他員工覺潯薆到認同。 1 2 3 4 5 
. . . � . . . 
44.他/她连機構中有i響力的人面前十分突出� 1 2 3 4 5 
4'5.他/她給予其他員工明智的工作意見。 1 2 3 4 5 
46.他/她使其他員工覺得個人被接受。 1 2 3 4 5 
47.他/她善長解讀別人的身體語言。 1 2 3 4 5 
48.他/她給予其他員工需要的技術知識。 1 2 3 4 5 
49r他/她使其他員工覺得他們自己重要。 1 2 3 4 5 




1.你担任此員工的上司多久 ? 年 月 
2.你的性別是： []女[]男 
3.你的年齡是：[]20歲以下[] 2 0 - 2 5 歲 . [ ] 2 6 - 3 0 歲 
[]31-35 歲 [ ] 36-40 歲 [ ] 40 歲以上 
4.你的婚姻狀況：[]未婚 []已婚 []離婚 []喪偶 
5.你的教育程度： 
[]未受正式教育 []小學 []中學 []大專 
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[]大學學位 []碩士或以上 []其他(請指明) 
6.你現在的職位。 
[]文員 []經理 []主管 
[]前線人員 []其他(請指明) 
7.你現在每個月的平均總收入（包括花紅和獎金）是多少？ 
[]$10,000 以下 []$10,000 至 14,999 [ ] $15,000 至 19,999 
[]$20,000 至 29,999 [ ] $30,000 至 39,999 []超過$40,000 
8.你有多少年全職工作的經驗 ? 年 月 
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